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ABSTRACT 
This thesis examines the theological and practical functioning of American 
Baptist Women’s Ministries, American Baptist Churches USA, as it has engaged in a 
“Becoming Beloved Community” initiative.  It argues that theological grounding in a 
vision of Beloved Community is a necessary missing element in transforming the way the 
organization pursues its mission. Since 2014, the organization has conducted a cultural 
audit, assessing attitudes and readiness, and it has developed some strategies and tactics 
as a result. However, without a solid theological grounding and a deeper understanding of 
what adhering to a vision of beloved community may mean in terms of structure and 
decision-making processes, these strategies and tactics are less effective than they could 
be. 
 vii 
 
This thesis draws upon the writings of Howard Thurman and Martin Luther King, 
Jr., on process theology, and on woman’s liberation theologies to assess current practices 
in AB Women’s Ministries and provide a more robust theological grounding for the 
concept of “Becoming Beloved Community.” In constructing the theological grounding, 
a list of marks of beloved community is developed and used as an evaluative tool for 
current practices in the organization. Using adaptive leadership theory and complexity 
leadership theory, the thesis also develops recommendations for the future.   
 viii 
 
 Two kinds of ideals are always at work in the lives of [people]. 
There are those ideals that are ultimate and in a very real sense always 
far out beyond anything that can be achieved. Or as one person puts it, 
they are like far-off lighthouses whose glow is far away in the distance. 
They belong to the realm of the absolute and are never marred by the 
soreness of the surroundings in which [people] work and struggle. . . . 
They are very important in the life of the race because they keep alive a 
perennial hope that the best may yet sometime come to be in fact what it is 
in fancy. 
 There are also those ideals that seem to be created out of the 
stubborn realities, in the midst of which [people] work and live. They 
belong essentially to the stuff of life, the very raw materials of 
experience. . . . Always they are close at hand, a part of the immediate 
possibility, always being achieved but never quite fully achieved. . . . Their 
chief characteristic is that they belong. . . . It is well within the range of 
possibility that these two kinds of ideals will in time prove to be of one 
piece.2 
 
To a far-off ideal and an immediate possibility.  
———————————— 
 
2. Howard Thurman, Meditations of the Heart (Boston: Beacon Press, 1999), 34–
35. Gender-inclusive language mine. 
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CHAPTER 1: “The Vision” 
 
AB Women’s Ministries desires to be more effective by creating new methods to 
reach out, engage, and communicate with our diverse constituency. We understand that 
diversity encompasses theology, socio-economics, denomination, race, age, culture, 
language, ethnicity and national origin. We aim to explore options for being more 
inclusive in our AB Women’s Ministries participation and leadership at all levels.3 
  
 The statement above launched an initiative in American Baptist Women’s 
Ministries that became the focus of my interest and study for this thesis. American 
Baptist Women’s Ministries’ “Becoming Beloved Community” initiative is the most 
recent iteration of a series of steps begun in 2011 by which the organization has explored 
its current realities and is discerning God’s vision for the future. The language of 
“beloved community” was selected as the title for this initiative because it seemed the 
most descriptive of the goal of American Baptist Women’s Ministries to truly depict 
God’s created diversity in the world. However, to date the language has not yet been 
embedded in the vocabulary of the whole organization and, more critically, the 
understanding of “beloved community” remains largely superficial. 
 American Baptist Women’s Ministries needs to embrace a teleological vision of 
beloved community in order to truly live out God’s calling to the organization into the 
world. The organization needs to have a theological vision of beloved community and 
———————————— 
 
3. Trinette McCray, “American Baptist Women’s Ministries Cultural Audit,” 
2015, American Baptist Women’s Ministries, Valley Forge, PA, 3. This is included as an 
appendix to this thesis although page numbers have been changed to follow accordingly. 
 2 
 
function from an ontological understanding of the concept. Placing “becoming beloved 
community” as the central guiding purpose of the organization, and understanding how 
structure, decision-making processes, and even who we invite to the table are all part of 
the equation will help AB Women’s Ministries grow into God’s fullest vision for the 
organization. 
 I will explore the context of American Baptist Churches USA and American 
Baptist Women’s Ministries, with the potential benefits and obstacles inherent therein to 
more fully embracing a vision of beloved community. I will then set out a theology of 
beloved community, one that will inform theories and recommendations for AB 
Women’s Ministries in the future. I will analyze what AB Women’s Ministries has 
learned through a recent cultural audit and “experiments” we have conducted, in regard to 
our practices and procedures, as well as point out where learning fell short. Finally, I will 
make recommendations for the future of AB Women’s Ministries as well as examine 
what these recommendations mean for an individual’s leadership development capacity. 
 
American Baptist Churches USA 
 American Baptist Women’s Ministries is part of the “family” of American Baptist 
Churches USA (hereafter referred to as ABCUSA). ABCUSA has a long and tangled 
history, extending back to the early seventeenth century in England. The Baptist 
emphasis on the ability of each person to have full and direct access to God with no one 
standing in the role of mediator has shaped its denominational life. This belief led to the 
prioritizing of “local church autonomy” in the polity of the denomination, or the ability of 
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each congregation to govern itself as it felt God was leading without a larger body having 
oversight. American Baptists have affirmed the Bible as the only creed, resulting in 
positional statements being broadly worded and often hotly contested. On the positive 
side, the idea of soul liberty and local church autonomy historically led Baptists to be 
activists in the realm of the separation of church and state. On the more problematic side, 
this has led to a denominational history rife with schisms. It is, as the saying goes, both a 
blessing and a curse. 
 In the United States in the 1800s, Baptists began to join together in missionary 
associations to promote and support mission work abroad. The earliest form of the 
denomination began with the creation in 1814 of the General Missionary Convention of 
the Baptist Denomination in the United States for Foreign Missions (also known as the 
Triennial Convention, as it met every three years).4 In the mid-1800s, the issue of slavery 
and a difference of opinion on polity divided the Triennial Convention, and the Southern 
Baptist Convention was formed in response. The Northern Baptists continued to affirm 
the associational principal, remaining a “group of societies.”5 In the early 1900s, 
however, tension developed as mission organizations and associational bodies seemed to 
work at cross-purposes to one another. There was also a desire to consolidate fund-raising 
efforts. In an effort to become functionally more effective in Northern Baptist outreach, 
———————————— 
 
4. “American Baptists: A Brief History,” American Baptist Churches USA, 
accessed September 15, 2017, http://www.abc-usa.org/wp-content 
/uploads/2012/06/history.pdf.  
 
5. “American Baptists.” 
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the group of societies was formalized into a denominational structure in 1907, but the 
structure was formed around preservation of the local church’s autonomy. “The Northern 
Baptist Convention declares its belief in the independence of the local church, and in the 
purely advisory nature of all denominational organizations composed of representatives 
of churches.”6 This dual purpose has been upheld throughout the subsequent history of 
the denomination. “It was plain . . . that the founders of the American Baptist Convention 
had in mind in the creation of this body both the preservation of freedom and the 
achievement of strength which come from a united church effort,” stated a management 
audit of the denomination performed in 1955.7 
 In 1950 the Northern Baptist Convention was renamed American Baptist 
Convention to reflect that “American Baptist life and mission transcends any set 
geographical area.”8 The denominational structure had been reshaped between 1907 and 
1950, including the merging (perhaps more accurately described as “subsuming”) of the 
women’s missionary societies into the denomination, a circumstance I will describe more 
fully below. In 1972 “American Baptist Convention” became American Baptist Churches 
———————————— 
 
6. “Bylaws of American Baptist Churches USA, as Amended Effective July 1, 
2017,” American Baptist Churches USA, accessed December 15, 2017, http://www.abc-
usa.org/wp-content/uploads/2012/06/abcByLaws07.01.2017.pdf.  
 
7. Management Audit of the American Baptist Convention (New York: American 
Institute of Management, 1955), 2. 
 
8. “American Baptists.”  
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U.S.A.,9 as part of yet another reorganization that “in part reemphasized the 
congregation-centered mission of the denomination.”10 Recently ABCUSA has 
undergone yet another restructuring. Yet, in some cases, the more things change, the 
more they stay the same as, according to the 2017 bylaws, “In every area of their 
common life, American Baptists, acknowledging the importance of creative diversity, 
seek such a balance of freedom and order as will keep all parts of American Baptist 
churches in the U.S.A. open to the guidance of the Holy Spirit and at the same time 
enable them to work responsibly to carry out the common tasks of mission and ministry 
in our time.”11  
 A key ingredient to understanding American Baptist life is our diversity as a 
denomination. Table 1 (below) shows the racial-ethnic statistics of the denomination as 
measured in 2012 and again in 2017. After 2012 many were proud to state that American 
Baptist Churches USA no longer had an ethnic majority. Current denominational 
statistics, however, have shown this statement no longer to be true. As shown on table 1, 
as of 2017 ABCUSA has become a denomination of color in individual membership. 
 
———————————— 
 
9. Norman H. Maring and Winthrop Still Hudson, A Baptist Manual of Polity and 
Practice, rev. ed (Valley Forge, PA: Judson Press, 1991), 211. 
 
10. “American Baptists.” 
 
11. “Bylaws of American Baptist Churches USA.” 
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Table 1: Racial-Ethnic Diversity in American Baptist Churches USA12 
Ethnic Group 2012 
Individuals 
2017 
Individuals 
2017 
Congregations 
African-American 46% 50.67% 22.12% 
Euro-American 45% 38.71% 57.5% 
Hispanic 3% 3.16% 7.04% 
Multiracial 3% 3.58% 5.88% 
Asian-Pacific >1% 1.85% 2.67% 
Haitian >1% >1% 1.29% 
American Native >1% >1% .51% 
Other >1% 1.29% 2.98% 
 
 Congregations still remain largely homogeneous. When surveying the number of 
congregations as compared to individuals (see table 1), the 2017 statistics change 
drastically. Additionally, African American congregations are primarily in “changing 
neighborhoods” or downtown areas, whereas the greatest number of Euro-American 
congregations are in towns with a population of less than five thousand. Although the 
numbers are significantly smaller, Hispanic and multiracial congregations are also 
———————————— 
 
12. American Baptist Churches Information Systems (ABCIS) All Church List 
Counts & Percentages, e-mail message to author, August 26, 2017. These numbers are 
self-reported from congregations. Not all congregations submit reports, and not all may 
be accurate in their reports. These reports may be used, however, to show overall 
composition and trends. 
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primarily in changing neighborhoods or downtown areas, whereas most Asian Pacific 
congregations are in the suburbs.13 In general terms, then, this may be interpreted to 
indicate there are a large number of very small, white churches primarily in rural areas or 
small towns, and a fewer number of very large, African-American churches in urban 
settings, with other ethnic minority congregations also located mostly in more diverse 
urban settings.  
 Although cultural diversity might feel like a contemporary circumstance, the 
reality is that American Baptist life has been diverse at some level for a very long time. 
From that same management audit in 1955: “Of the twenty-four Baptist groups in the 
nation the American Baptist Convention is the most diversified. Bilingual churches have 
been common; in fact, the Convention has more bilingual work that any other religious 
group.”14 While an assessment of racial-ethnic diversity in the mid-1950s may not meet 
today’s standards, it still highlights that American Baptists have been multicultural for 
generations.  
 Another form of diversity with which American Baptists struggle is theological 
diversity. Due to the emphasis on soul liberty and an associational principle in which no 
overarching ruling body determines adherence to particular views, American Baptists can 
be found at every point on the theological spectrum. This diversity has caused multiple 
———————————— 
 
13. ABCIS location report, e-mail message to author, August 26, 2017. 
 
14. Management Audit, 5. 
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schisms in American Baptist history. In the 1920s and 1930s, for example, “sizable 
groups withdrew from the Convention, dissatisfied with both liberal trends and defects in 
structure.”15 In the 1940s, division occurred again when fundamentalist influences 
pressured the denomination to adopt a confession of faith. This pressure was resisted and, 
instead, the primacy of the New Testament was once again confirmed.16 The 1990s and 
2000s brought controversy and splintering over the issue of homosexuality. With each 
division, there seems to a be a recommitment among those who continue to call 
themselves American Baptist to the associational principle and the need at least to accept, 
if not fully embrace, our diversity. 
 Currently, AB Women’s Ministries is maintaining silence on the issue of 
homosexuality as a deep woundedness is still felt from the denominational rancor and 
subsequent splits over the topic in the 1990s and earlier 2000s. Although 
denominationally there have been some recent indications of a more inclusive attitude, 
the prevailing attitude in AB Women’s Ministries could be summed up by the proverbial 
“let sleeping dogs lie.” I will explore this attitude later in the study. 
 When we consider the diversity embedded in our historical foundation and 
subsisting in our current church life, we shouldn’t be surprised that American Baptists are 
on the vanguard of building beloved community in U.S. society. However, American 
———————————— 
 
15. Robert T. Handy, “American Baptist Polity: What’s Happening and 
Why,” American Baptist Quarterly 27, no. 4 (2008): 347. 
 
16. Handy, “American Baptist Polity,” 347. 
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Baptist Women’s Ministries can and should do more, and do more with intention, to fully 
realize God’s vision for the organization as a multicultural faith community. 
 
American Baptist Women’s Ministries: A History of Advocacy 
 American Baptist Women’s Ministries is part of a trajectory of concern for the 
empowerment of women begun with the growth of early women’s missionary societies in 
the 1800s. In many ways, it could be described as an “explosion” of benevolent societies 
in general but women’s organizations in particular. Historian Anne Firor Scott points out 
that “two pervasive strains of thought, millennialism—the belief that the society could 
become perfect—and perfectionism—the faith that individuals could—fueled much of 
[this] activity.”17 Additionally, the economic development of the early 1800s meant that 
more families could subsist solely on the male’s income. Many women, therefore, found 
more time to engage in benevolent organizations.18  
 The first women’s missionary societies were formed to send women missionaries 
to serve women in foreign and home mission fields, as the original mission societies 
would only send men or married couples. “Women in other cultures could not receive 
medical treatment from a male missionary, and U.S. mission agencies would not send 
single women as missionaries. Women were dying unnecessarily, both physically and 
———————————— 
 
17. Anne Firor Scott, Natural Allies: Women’s Associations in American History 
(Urbana, IL: University of Illinois Press, 1991), 8. 
 
18. Scott, Natural Allies, 11. 
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spiritually.”19 Beyond medical needs, however, women recognized that relationships 
were key to spreading the gospel, and therefore in many cultures with gender restrictions 
it was incumbent upon women missionaries to evangelize the women in the mission field. 
To the early foreign mission societies, Western Christianity was also the key to what they 
defined as “civilization,” an umbrella that incorporated health care, education, and the 
emancipation of women. Helen Barrett Montgomery, the first woman president of the 
Northern Baptist Convention, writing in the early decades of the 1900s, lifted up the 
critical importance of mission in the global empowerment of women. She interpreted the 
ecumenical woman’s missionary movement as the leading edge of a “worldwide 
woman’s movement,” and she claimed to find “evidences that the age-long habits of 
subserviency are listening, that women are shaking off the lion’s paw of cruel custom and 
are daring to stand on their feet, ‘an exceeding great army.’”20  
 Unfortunately, the vibrant life of women’s missionary societies largely 
disappeared by the middle of the twentieth century. This was due to the modern-era 
concern for efficiency: having a women’s missionary society as well as a general 
missionary society seemed unnecessary to many. Indeed, there may have been an 
accurate concern about duplication of efforts, as well as the fact that they may have been 
competing for the same donations from membership. However, there is also a lingering 
———————————— 
 
19. Robert E. Johnson, “Editorial Introduction,” American Baptist Quarterly 20, 
no. 3 (September 2001): 220. 
 
20. Helen Barrett Montgomery, Western Women in Eastern Lands (New York: 
MacMillan, 1910), 205-206. 
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suspicion: it is quite possible that a backlash to the advances of women’s rights in those 
same years was evidenced by a desire on the part of male leadership to regain control of 
women who had been in leadership in their own right, as well as (and almost certainly) 
control over the significant funding they brought to the table. This was not a fast 
decision, as described by Elizabeth Miller: “Almost from the beginning, the men of the 
general societies had suggested that the women’s societies be taken over by the men, but 
the women had said politely and firmly that they felt it wise to make their own 
decisions.”21 By 1950, however, the deed was done.  
 To ensure a focus on the needs of women in the denomination, the National 
Council of Women was incorporated in 1951 with the statement, “The purpose of this 
Council is to unite Baptist women in their devotion to their Lord and Savior, Jesus Christ, 
through a program that will cultivate a missionary spirit and a definite commitment to 
active participation in attaining the objectives of the American Baptist Convention.”22 
The National Council of Women continued work that had been done by the National 
Committee on Women’s Work since 1937, primarily fund-raising and mission education 
in local churches. The National Council of Women included a focus on stewardship 
(including spiritual life, a special offering entitled Love Gift, and a mission endeavor 
———————————— 
 
21. Elizabeth J. Miller, “AB Women’s Gains and Losses Three Decades after the 
Integration of the Mission Societies,” American Baptist Quarterly 20, no. 3 (September 
2001): 228. 
 
22. Proposed Constitution of the National Council of American Baptist Women, 
1951, American Baptist Women’s Ministries, Valley Forge, PA. 
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entitled White Cross, both of which exist today) and Christian training, including 
missionary education, family life issues, leadership development, and Christian social 
relations.23 The organization showed its somewhat progressive stance for the time, as 
well, in that it had among its national officers a position titled Vice President of Business 
and Professional Women, “responsible for developing and promoting a program suitable 
to the special interests of business and professional women in keeping with the purposes 
of this Council.”24  
 During another denominational restructuring in 1972, the National Council of 
Women became an independent entity and was renamed American Baptist Women.25 It 
was established as an autonomous body with its own board and budget, although it was 
part of the overall budget covenant of the denomination (a complex calculation to receive 
percentages of certain shared offerings and to promote financial support of the 
denominational family). American Baptist Women restructured again in 1990 and was 
renamed American Baptist Women’s Ministries. Between 1951 and the current iteration 
in 2017, AB Women’s Ministries has had a number of organizational structures with 
specific national positions changing to reflect priorities of the time.26 The primary 
———————————— 
 
23. Proposed Constitution. 
 
24. Proposed Constitution. 
 
25. Johnson, “Editorial Introduction,” 222. 
 
26. For example, in 1990, the “Coordinator of Guild” worked with a Guild 
Committee consisting of members of the national board to oversee AB Women’s 
Ministries ministry with girls (named, at the time, World Wide Guild). By 1993 this had 
changed to “Coordinator of AB GIRLS,” the new title of the girls’ ministry. The Guild 
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concerns for mission, education, spiritual life, and leadership development have remained 
consistent, although carried out in different ways over the years.  
 Today’s AB Women’s Ministries continues to struggle with confusion that can be 
traced to the merging of the women’s missionary societies with the denominational 
bodies and the subsequent loss to women’s leadership. At the merger in the 1950s, 
women ceased supporting their own missionaries, missionary women engaged to 
specifically work with women worldwide. Instead, the women’s organization became, in 
many ways, a fund-raising auxiliary to the home and international mission arms of the 
denomination. Rather than solely directing missions envisioned by women, the women 
gave significant focus to raising money and promoting missions determined by the 
missional bodies of American Baptist Churches USA, the American Baptist Home 
Mission Societies (ABHMS), and International Ministries (IM). 
 Within the last ten years, AB Women’s Ministries as a national organization has 
more strongly developed its own mission funding activities. From 2007 to 2012, AB 
Women’s Ministries promoted a national mission focus, “Break the Chains,” on human 
trafficking and violence against women. The original goal was to raise $250,000 to be 
distributed as grants to organizations at work in this field. At the project’s end, $515,651 
had been raised27 and granted by AB Women’s Ministries to recipients of its own 
———————————— 
 
Committee was replaced by the national leadership team of AB GIRLS, a team that 
included four adults and four teenage girls, and operated separately from the national 
board although subject to organizational policies and procedures. 
 
27. “Break the Chains Project Ends as AB Women’s Ministries Refocuses 
Mission Outreach,” American Baptist News Service, April 26, 2013, accessed November 
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choosing. In the first few years of the initiative, grants were provided to organizations 
discovered through ABHMS and IM. Toward the end of the initiative, however, AB 
Women’s Ministries was more frequently providing grants to organizations it had 
discovered on its own rather than solely relying on ABHMS and IM to make 
recommendations.  
 Break the Chains was not only a funding initiative. In addition to the grants, 
several new ministries were launched by women who had been inspired by what they 
learned during the “Break the Chains” initiative. For example, a ministry of advocacy and 
support for victims of sex trafficking, “All Hands In,” was founded in the Boston, 
Massachusetts, area by the AB Women’s Ministries national president at the time, 
Barbara Anderson, and several other American Baptist women who had been profoundly 
affected by what they had learned through the Break the Chains project.28 The 
effectiveness of the Break the Chains project and what the national board learned through 
the process led to AB Women’s Ministries establishing the permanent “Women and Girls 
Mission Fund,” through which the organization provides grants, scholarships, and other 
means of financial support to organizations supporting the development of women and 
girls.  
———————————— 
 
25, 2017, http://www.abc-usa.org/2013/04/26/break-the-chains-project-ends-as-ab-
womens-ministries-refocuses-mission-outreach/. 
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 American Baptist Women’s Ministries has an important heritage of being active 
in movements advocating for women and for marginalized communities. “Break the 
Chains” continues to see ripple effects in other denominations and in our denominational 
international missions focus on human and sex trafficking. When American Baptist 
Women’s Ministries focuses on inspiring and educating women about difficult issues, it 
often exceeds its goals. AB Women’s Ministries is an organization of deeply faithful 
women who want to follow God’s leading in transforming the world. AB Women’s 
Ministries has a reputation in the denomination for effective ministries and passionate 
commitment. AB Women’s Ministries, therefore, stands poised to be an excellent model 
for living into our diversity as American Baptists, as Christians, and as Americans.  
 
The Focus: The National Board of American Baptist Women’s Ministries 
 Because of the structure of American Baptist Women’s Ministries, as a staff 
person my most direct and consistent contact and influence is with our national board. 
This is also the leadership group that has influence with and access to other regional and 
associational women’s ministry leaders, and through them with congregational women’s 
ministry leaders. Therefore, I chose to focus my study specifically on the “Becoming 
Beloved Community” initiative as it relates to the structure, decision-making processes, 
and relationships of the national board of AB Women’s Ministries. In addition, I will 
make reference to other groupings of American Baptist women throughout the study who 
have provided learning opportunities for me.  
 16 
 
 The term national board of AB Women’s Ministries incorporates two bodies: 
national officers who become the executive committee, and the board of region/state 
presidents. For the most part, these two bodies act corporately. However, there are times 
when the role of the executive committee is different from that of the region/state 
presidents who are board members. When referring to these two groups separately, I will 
use the terms executive committee or, alternatively, national officers and presidents. 
When I use the terms national board or board, they will refer to both bodies together. All 
of these positions are volunteer. 
 The executive committee consists of nine elected national officers and one 
appointed officer (the youth convenor29 of the national leadership team for AB GIRLS). 
These national officers are elected, and the appointments ratified, at the annual meeting 
of American Baptist Women’s Ministries. They are selected through a national 
recruitment and nominating process. Because of this national process and the 
intentionality of the nominating committee, the executive committee tends to be 
representative of the ethnic/racial composition of American Baptist Churches USA. The 
current executive committee includes four African-American women, four Euro-
American women, and two Hispanic women. 
 In addition to the national officers, there is a possible total of thirty-four members 
of the national board. A woman automatically becomes a member of the national board 
———————————— 
 
29. The word convener/or is spelled with an o in AB Women’s Ministries 
documentation. 
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when she is elected region/state president by her region/state American Baptist Women’s 
Ministries organization (thus the terminology of “the presidents”). Due to the 
demographics in many region/state AB Women’s Ministries bodies, the presidents 
serving on the national board are disproportionately older and Euro-American. The 
demographic composition of the group of presidents currently serving on the national 
board is 79 percent Euro-American, 9 percent African-American, 6 percent Hispanic, and 
3 percent of Asian descent. 
Terms of office for national officers are three years, with staggered terms, so 
approximately one-third of the executive committee is new each year. The same is true 
for the presidents: terms for region/state presidents are also generally three years. This 
results in the national board having approximately one-third new members at the annual 
summer meeting. This varies as region/state boards are sometimes unable to fill positions 
in a timely fashion, so one woman may serve as president for more than three years until 
her replacement is found. Additionally, some regions will elect the same woman for 
additional terms, so she may serve multiple times on the national board. Some regions 
choose not to send their presidents to national board meetings, for reasons ranging from 
financial to perceived theological/political differences. Some regions have no presidents 
due to sharply declining participation in the AB Women’s Ministries organizations in 
those areas. These are all further indications of both technical and adaptive changes faced 
by the organization. 
 AB Women’s Ministries has three paid, full-time national staff: the executive 
director, associate executive director (the author), and a business manager/project 
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manager. To date the organization has only had Euro-American executive staff, although 
there have been women of color in nonexecutive staff roles over the years.30 
 The national board meets in person once a year in the summer for approximately 
two days. The executive committee meets twice: once for approximately two hours 
immediately preceding the summer national board meeting, once for two and a half days 
in the fall. Much of the work of the board is done by conference call through the year. At 
meetings of the national board and executive committee, national staff and the national 
president have voice but no vote. However, staff “voice” is utilized very carefully 
according to the policy that the organization be governed by the board, not the staff. With 
the constant transition of board members, however, staff become the only institutional 
memory. Additionally, when the board sets policies, it becomes the role of the staff to 
continue acting out those policies well beyond when the board members who set the 
policy have left their positions. 
 
The “Becoming Beloved Community” Initiative 
 AB Women’s Ministries “Becoming Beloved Community” initiative was the most 
recent iteration of a discernment process begun in approximately 2011 as part of the 
ABCUSA “Transformed by the Spirit” project.31 Transformed by the Spirit drew upon 
———————————— 
 
30. See afterword. 
 
31. “Transformed by the Spirit,” American Baptist Churches USA, accessed 
August 26, 2017, http://www.abc-usa.org/transformed-by-the-spirit/. 
 
 19 
 
learnings from Ronald Heifetz’s adaptive change theories.32 In Transformed by the 
Spirit, congregations, regions, and partner organizations were invited to form adaptive 
challenge teams to explore issues evident in their organizations. The findings of the 
adaptive challenge teams were then turned over to action learning teams to develop 
experimental projects in an attempt to learn more about the identified challenges and 
possible methods to meet those challenges.  
 The statement at the beginning of this chapter was developed by one of the 
adaptive challenge teams of AB Women’s Ministries, focused on the diversity of the 
organization. Based on this statement, in 2014 American Baptist Women’s Ministries 
engaged Rev. Dr. Trinette McCray of McCray Consulting to work with our organization 
on an initiative then named “Living out Our Cultural Reality into God’s Intentional 
Desire.” This initiative has since been renamed “Becoming Beloved Community,” to 
have a title more easily understood and remembered. To begin the process of change, we 
sought to assess where we were in our understanding of diversity. 
 Rev. Dr. McCray used the SchellingPoint Alignment Optimization Technology33 
in a multistep process termed a cultural audit. A cultural audit is “a study and 
examination of an organization’s cultural characteristics (such as its assumptions, norms, 
philosophy, and values) to determine whether they hinder or support its vision and 
———————————— 
 
32. More attention will be given to Heifetz’s adaptive change theories in later 
chapters. Although others coauthored books on adaptive change practices with Heifetz, 
the original theories on which those subsequent books are based were his. Therefore, 
hereafter in this paper, I will refer to these theories with his name only. 
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mission.”34 The Alignment Optimization (hereafter referred to as “AO”) cycle is a 
“technology enabled approach that efficiently helps a group to pinpoint the degree of 
alignment they have related to a particular topic.”35 In the case of AB Women’s 
Ministries, the topic was our diversity as an organization and how effective the 
constituency felt the organization was functioning in that diversity.  
 The AO cycle was intended to explore many layers of diversity, such as 
racial/ethnic, age, and theological spectrum, but participant responses tended to focus 
primarily on racial/ethnic diversity with only some attention to age, and very little to 
theological diversity. The term diversity in the U.S. media has mostly been used in 
reference to racial/ethnic diversity; the consequence is that racial/ethnic diversity is often 
the only, or at least primary, definition in people’s minds. 
 The rationale for beginning with an AO cycle is that “research has shown that in 
order for a group to take coordinated action, there must be an awareness that a gap exists 
between where the group currently is and where they want to be. In addition, the group 
must have sufficient motivation to close the gap or action will not occur.”36 Indeed, it 
could be said of AB Women’s Ministries that the “need to change” has been identified 
for years, but the actions needed have been slower in coming. To be fair, however, the 
actions needed are often unclear as they fall under the rubric of “adaptive changes” rather 
———————————— 
 
34. McCray, “Cultural Audit,” 4. 
 
35. McCray, “Cultural Audit,” 5. Emphasis in original. 
 
36. McCray, “Cultural Audit,” 5. 
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than the easier-to-identify “technical changes,” using Heifetz’s terminology, described 
below. 
 The process for the AO cycle is detailed in the appendix. A brief summary is 
provided here to give context to what follows. 
 The AO cycle process begins with phone interviews with a small group of 
participants who are selected as representing the diversity of the organization. These 
participants are invited to respond verbally to a series of questions around the topic. Their 
statements are compiled and sent to a large group of respondents who indicate their 
degree of agreement or disagreement with those statements. Responses are again 
compiled and the results are sent back to all who responded to the survey. Respondents 
are given the opportunity to change their responses as they view where their response 
falls on the spectrum with the overall degree of alignment. In other words, if they 
“slightly disagreed” with a statement on which the vast majority of people “highly 
agreed,” they had the opportunity to affirm or adjust their initial response. Additionally, 
they had the opportunity to submit written comments explaining their responses. The 
results of this second set of responses and comments were gathered into the final report.  
 For the purposes of this study, it is necessary to note that the demographic break-
down of respondents in the AO cycle (overall) are as follows: 
• Age: 61% adult, 35.1% older adult, 3.4% young adult, 0.5% youth37 
———————————— 
 
37. These age ranges were not defined on the survey, and participants self-
identified. In ABCUSA events and program materials, youth is defined as under age 
eighteen; young adult is defined as eighteen to thirty-five; older adult is approximately 
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• Racial/Ethnic group: 75.6% white; 16.6% African-American; 2.9% 
Hispanic; 1.5% Asian; 2.4% N/A; 1.0% prefer not to say. 
 Stemming from responses in the initial seed interviews and surveys, some 
statements regarding inclusivity in regard to sexual orientation were subsequently 
included on the survey sent to the larger population. The acronym LGBT or LBGTQ was 
often used in statements; less frequently the term “sexual orientation” was used. A 
handful of comments on survey responses indicated that some responders were 
unfamiliar with that acronym. If the phrase “sexual orientation” had been used 
consistently, it is possible some responses would have been quite different. The final 
report notes that in regard to the statement “Diversity dimensions of race, age, gender, 
LGBT, language, social status, theology, physical abilities, and skills should be a part of 
ABWM’s considerations for inclusion,” comments by respondents varied. Although the 
statement overall received a high alignment value, fifteen respondents rejected the 
statement based only on the inclusion of sexual orientation. Some accepted the statement 
but commented that they agreed to be inclusive of LGBT for a variety of reasons, from 
“converting to a changed lifestyle,” to having LGBT persons “included [in the ministry] 
but not permitted to be on the national board,” to the comment that “including LGBT 
should not be promoted by ABWM as it is divisive and will be a cause of discord and 
———————————— 
 
sixty and older. Generally, most respondents would identify within a sufficient range of 
those categories, with only some flexibility on the extreme ends of the spectrum. These 
categories are therefore taken as reasonable approximations. 
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loss for the organization.”38 These comments highlight the disagreement in ABCUSA 
about homosexuality, as well as painful memories of past conflict. In AB Women’s 
Ministries’ AO cycle process, the topic was only introduced minimally (from those initial 
seed interviews), and the process core team decided not to address it specifically in 
strategies moving forward at this time. 
 The percentage of respondents in the “ABWM leader group” demographic is 
high. People who respond to surveys tend to be those with vested interest in the 
organization, and those with vested interest tend to be those who move into leadership 
roles. This response percentage leads to a concern about tunnel vision, however, as 
currently no process is in place to better ascertain the concerns of those who are not as 
deeply engaged in the organization. Theirs would be a valuable perspective. 
 The AO cycle was focused on evaluating the degree of alignment in four 
dimensions: goals, unintended consequences, barriers, and assumptions. “Goals” includes 
overall goals, objectives, and indicators of success. “Unintended consequences” are those 
things that may happen unexpectedly if the goals are achieved (or in the process of trying 
to achieve those goals). “Barriers” are those things that may stand in the way of achieving 
goals, and “Assumptions” are those underlying assumptions around why the current state 
exists. “Alignment” is measured by the participant’s responses to each opinion statement 
within a spectrum of choices including “strongly agree,” “agree,” “slightly agree,” 
“slightly disagree,” “disagree,” “strongly disagree,” and “no response.” Aggregated 
———————————— 
 
38. McCray, “Cultural Audit,” 28. 
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responses to the opinion statements were used to determine the “Alignment Index” (AI) 
for each statement. A high AI on the agreement end of the spectrum indicates a majority 
of people agreeing with that opinion statement—the higher the number, the more 
agreement. A high AI on the disagreement end of the spectrum indicates the opposite.  
 For example, one of the unintended consequences of increasing diversity was 
identified as “this initiative will give ABWM the possibility of creating new 
partnerships.” Another unintended consequence, however, was identified as “ABWM 
could lose financially if some women feel alienated.”39 While there was a high degree of 
alignment of opinion around the possibility of creating new partnerships, there was a low 
degree of alignment of opinion around AB Women’s Ministries losing financial support. 
In other words, most respondents feel positively about the impact and possible 
unintended consequences of increasing our diversity, and only a few pointed out this 
possible negative impact. 
 The primary barriers identified (those with the highest degree of alignment) had to 
do with logistical issues: cost and difficulty of traveling to national events, and barriers 
around electronic communication. There was moderate alignment around mind-set 
barriers, such as: “ABWM should address the elephant in the room, the underlying issues 
of race, openly”; “There are some churches that are not enthusiastic about promoting 
theological diversity”; “ABWM leaders need help to lead through the tensions related to 
———————————— 
 
39. Trinette McCray, “AO Cycle Appendix Binder,” 2015, American Baptist 
Women’s Ministries, Valley Forge, PA, 7. 
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the differences among us”; and “There are some women who may feel that increased 
tolerance for more diversity is too liberal.”40 These comments point to the diversity of 
ABCUSA shown above, as well as the feeling that our diversity is both, again, a blessing 
and a curse. 
 An example of underlying assumptions, however, had solid alignment around 
much more positive statements: “Direct engagement with other cultures helps a person to 
become more comfortable and competent in building stronger relationships”; “Jesus 
Christ teaches us to be accepting of everyone”; “ABWM is looking at ways to embrace 
our various differences because it is the right thing to do as Christians”; and “Diversity 
does have a theological and biblical basis that shapes our discipleship.”41  
 This last category provides the foundation for one of the conclusions of the AO 
cycle, that “ABWM is Highly Motivated to Live out Our Cultural Realities into God’s 
Intentional Desire.”42 Written with capital letters, this statement is the heading for a 
section in the final report that outlines the motivations captured in the AO cycle, 
explaining that “motivation to fill the gap between the current state and the desired future 
state is critical and central to ABWM’s ability to be successful in any action to move 
toward that desired future.”43 
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Adopting a Telos of Beloved Community 
 To move toward that desired future, however, it is critical that “becoming beloved 
community” is more than simply a phrase used in documents or an amorphous concept of 
being nice to one another. Rather, the concept of beloved community has to become part 
of the very telos of American Baptist Women’s Ministries to enact truly transformative 
change in the organization and in the lives of women engaged in the organization. 
 Telos is a Greek word generally defined as “end” or “purpose.” A teleological 
vision, therefore, would be one that defines the purpose of the organization. That being 
said, the word purpose does not seem adequate to capture the fullness of telos. The 
French phrase raison d’être, literally translated “reason for being,” comes closer. A telos 
is that core organizing principle for one’s existence: “Right from the very beginning of 
the process during which a certain organism is formed, the outcome must somehow be 
anticipated. In each stage of this process, what a thing is, has to be connected to, and has 
to depend on, what it is going to be. Thus the whole process of formation must be 
understood as being guided by the future, i.e. by something which is not yet, but which 
will be.”44  
 To state that AB Women’s Ministries needs to embrace a teleological vision of 
beloved community, therefore, is to insist that the vision of being beloved community in 
———————————— 
 
44. Michael Hauskeller, “Telos: The Revival of an Aristotelian Concept in Present 
Day Ethics,” Inquiry 48, no. 1 (2005): 67. 
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the future is the foundational, guiding principle of the entire process of formation of the 
organization of today. “The telos has ontological priority. It is that which sets the whole 
process in motion. So every part is actually formed with regard to the whole of which it is 
meant to be part.”45 Each aspect of the national organization of AB Women’s Ministries 
must be ontologically informed by the concept of beloved community; the whole is only 
able to come into existence insofar as the sum of its parts allows it to do so.  
 Howard Thurman, while not using the term telos specifically, gives a 
characteristically poetic description of the concept: “The yielding of the deep inner nerve 
center of consent is not a solitary action, unrelated to the total structure or context of the 
life. It is not a unilateral act in the midst of other unilateral acts on the part of the 
individual. It is, rather, an ingathering of all the phases of one’s being, a creative 
summary of the individual’s life—it is a saturation of the self with the mood and the 
integrity of assent. Something total within the [person] says ‘Yes.’”46 A telos is the 
totality of the person, or the organization, saying yes to that which will then focus all of 
one’s commitment and energy for everything one does. Further, Thurman writes, “The 
secret is to be able to want one thing, to seek one thing, to organize the resources of one’s 
life around a single end; and slowly, surely, the life becomes one with that end.”47 
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46. Howard Thurman, Disciplines of the Spirit (Richmond, IN: Friends United 
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 It is only through embracing a teleological vision of becoming beloved 
community, of allowing the end purpose of being beloved community to guide each 
action, conversation, and decision, that AB Women’s Ministries will be able to become 
one with that end. 
 
Conclusion 
 It may already be obvious that a theme of “beloved community” will carry with it 
a heavy emphasis on relationality. Relational leadership styles are stereotypically 
attributed to women. Unfortunately, this attribution of relationality to women’s leadership 
is borne out of essentialist gender stereotypes in which women are assumed to be more 
connectional, emotive, and supportive; and men are assumed to be more 
independent/individualistic, rational, and linear thinkers. 
 Women’s liberation theologies have often pointed out the troublesome nature of 
these types of stereotypes: “All feminists agree that sexual stereotypes are false and 
damaging to women, and that at least some of the qualities ascribed to men, and 
simultaneously forbidden to and punished in women, need to be fostered in all human 
beings.”48 I am not studying the concept of beloved community because women 
necessarily look to relationships in leadership. Rather, I am studying the concept of 
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beloved community as one necessary to our society at all times, but most especially in 
the context of current concerns. Our society in the United States today encourages 
divisiveness and fear among both men and women. Men and women can equally 
participate in beloved community. Therefore, this is not a “woman’s leadership style” but 
rather a “community-building leadership style” appropriate for any gender.  
 American Baptist Women’s Ministries is uniquely poised at this time to embrace 
God’s vision for the organization as both an experience of beloved community to those 
involved and as a model of beloved community to society in general. Based on the AO 
cycle, indeed, “ABWM is exploring how to optimize our diversity because it is in God’s 
timing for us.”49 
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CHAPTER 2: “The Context” 
 When studying organizational issues, understanding both where the organization 
is situated in its own circumstances and where it is in context is critical. “More and more 
the thought is emerging that uncertain conditions inside organizations reflect broader 
cultural transitions taking place outside organizations, and these transitions are prompting 
reconsideration of what leadership means and how it is practiced.”50 Clearly, not only are 
the people within the organization under study bringing with them presuppositions and 
perspectives shaped by what is happening in other arenas of their lives, but the 
organization is impacted by what is happening in other partner organizations, as well as 
by what is occurring in the broader societal context. 
 The following questions therefore need to be addressed: 
• What is the social context in which AB Women’s Ministries is functioning? 
• What is it about the current context that makes this study timely? 
• How does our understanding of God speak into the context? 
• What are some specific “presenting circumstances” that may indicate deeper 
issues at hand? 
 In this chapter, we will explore both the broader and narrower social context of 
AB Women’s Ministries, as well as some overarching concepts that help illuminate the 
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50. David Holzmer, “Leadership in the Time of Liminality: A Framework for 
Leadership in an Era of Deep Transformation,” in The Embodiment of Leadership, ed. 
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particular need for a deep study of the central organizing purposes, or telos, of the 
organization.  
 
Are We Modern or Postmodern? 
 An understanding of the modern and postmodern eras is helpful to our analysis. 
Whether you have a modern mind-set or a postmodern mind-set can make a significant 
difference in what you see as the problem and how you approach a solution. Indeed, the 
language of problem and solution, especially solution in its singular form, could be seen 
as modern-era language. 
 Modernism, scholars point out, is marked by a mechanistic mind-set. In 
organizations, efficiency was king (patriarchal language intentional here). It was assumed 
that progress occurred by having the right job descriptions and skill sets, the right 
organizational flowcharts in place. Leadership researcher Margaret Wheatley writes, 
“Organizations-as-machines is a seventeenth-century notion, from a time when 
philosophers began to describe the universe as a great clock. Our modern belief in 
prediction and control originated in these clockwork images. . . . Organizations and 
people could be engineered into efficient solutions.”51 Wheatley describes the modern 
approach to organizations as a mechanistic one, using a formulaic approach to addressing 
inefficiencies. The modern mind-set is strongly marked by the assumption of predictable 
results: If you do X, followed by Y, you will necessarily get Z. The debate in the modern 
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51. Margaret J. Wheatley, Finding Our Way: Leadership for an Uncertain Time 
(San Francisco: Berrett-Koehler, 2007), 32. 
 32 
 
worldview is not about whether specific results are necessarily predictable, but rather, 
about the benefits of one method over another for getting to those results.  
 Modern ways of thinking were shaped by the “West,” that is, the North Atlantic 
world, and that world favored binaries. Womanist theologian Monica Coleman points out 
that “the dualism of the modern period reflects the privileging of Western categories of 
reason and a search for universal truth.”52 It is just this Western dualism and hierarchical 
structure of truth, also evident in prevailing theologies, that women’s liberation 
theologies, and liberation theologies in general, often critique. Indeed, one of the marks 
of a postmodern mind-set is the understanding of our need to include nonclassical-
Western, or nondualistic frameworks, in our thinking. 
 Postmodernism, heavily influenced by our increasing human diversity and newer 
findings from the world of science, is much more accepting of flux, if not actually 
supportive of it. “Our own age is one that has seen profound and rapid changes,” writes 
process theologian Marjorie Suchocki. “Darwin, Freud, Marx, and Einstein are familiar 
names to us. Each one has contributed to a shift in the fundamental way we view the 
social/physical world, moving us in the direction of a very relational view.”53 Coleman 
agrees: “Postmodernism recognizes that scientific and economic advancements have 
thoroughly changed the way that most people understand the world,”54 a change that 
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points to the highly relational perspective that informs the rest of her work on womanist 
process theology.  
 Denominational researcher Nancy Tatom Ammerman has a concise list of 
attributes of modern and postmodern organizations that I will later return to in my 
discussion of denominations. In short, the modern emphasis was on mass production, 
whereas postmodern organizations emphasize more segmented, targeted foci; the 
postmodern world has access to a wide range of technologies that the modern world did 
not, increasing what has impact on an organization as well as the ways in which it may 
respond; the modern framework required people to be specialists, whereas the 
postmodern framework is much more generalized, requiring participants in that 
framework to have a much more varied skill set; and finally, the postmodern framework 
has a far broader base of relationships and connections than the modern framework.55  
 Change, in a modern mind-set, is often seen to be jarring because it seemingly 
calls into question everything that came before, offering a negative value judgment on it, 
and seeks a disjunctive move toward a different future. A postmodern mind-set, however, 
seeks to embrace change as simply a natural process for the way things always are. From 
an organizational perspective in a postmodern worldview, the organization should shape 
itself around the expectation and encouragement of change, focusing on more organic 
structures and emergent processes. In fact, “emergence” is a significant word in the 
postmodern vocabulary: allowing things to emerge unexpectedly and embracing that 
emergence as a signal toward new directions or even new growth. Citing the work of 
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biologists Francisco Varela and Humberto Maturana, Wheatley writes that they observed 
that “life responds not to ‘survival of the fittest’ but to the greater space of 
experimentation of ‘survival of the fit.’ Many designs, many adaptations are possible.”56 
As I enter into discussion below on theories of adaptive change and complexity 
leadership, I will explore further how the postmodern perspective has given rise to 
evolving thought on organizations. 
 One caution, however: “In the West,” writes ecclesiologist Lewis Mudge, “we 
have witnessed the collapse of confidence in the universality of enlightenment-style 
reasoning processes. A sensitivity to ‘difference’ makes room for the flourishing of 
particular cultures and ways of life, yet simultaneously encourages a radical 
fragmentation of civic self-understanding” (emphasis mine).57 Mudge is concerned that 
although we are moved to broaden our worldview to include the “many,” that concern 
carries with it the risk of society losing a clear identity. David Roozen’s study of 
denominations echoes the concern that “increasing diversity and the fragmentation of 
identity creates stress and unsettledness because it escalates the contested politicization of 
all decision-making—including ‘decisions’ about identity.”58  
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 Indeed, the murky transition from a modern to postmodern worldview has been 
named as one of the sources of today’s conflict in society. “The search for universal truth 
also leads to conflict in a society where diverse peoples are interacting more and more. 
Truth grants power,”59 writes Coleman, who goes on to say, “The problem is that Truth 
with a capital T changes. Science once told us that the earth was flat and that certain races 
were biologically superior to other races. This is equally true for religious claims to one 
Truth.”60 Indeed, she points to her agreement with process theologian David Ray 
Griffin’s statement that we must move away from the modern worldview or we will 
surely destroy ourselves and the planet.61 And yet Mudge and Roozen acknowledge a 
concurrent concern for a social fragmentation that could destroy us as well.  
 This concern can be witnessed in American Baptist Women’s Ministries. We fear 
the loss of unity in our organization. When we talk about our diversity, many rush to say, 
“We’re all really just the same.” There are a variety of reasons for that response, of 
course, and we’ll delve into some of them later. However, one of the reasons is the desire 
for community rather than fragmentation. This concern about what we might name 
postmodernist civic deconstruction is a real one, and it is one we’ve recently seen played 
out in the news. In the face of that, developing a telos of beloved community can help us 
live into the positive aspects of the organic and dynamic postmodern mind-set while 
avoiding the negative consequences of fragmentation. 
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 There is a second caution in this task. Miraslov Volf points out that 
“contemporary societies are not quite ‘modern’ (if they ever actually were), and they are 
not quite ‘postmodern’ (if they ever will be). Yet these two forms of thought shape 
profoundly the present day cultural exchange.”62 In other words, we are living betwixt 
and between. And so now we turn to explore more deeply what that means. 
 
Liminality 
Part of living in a postmodern world is, to a certain degree, becoming more 
comfortable with being in a perpetual state of confusion. While there are many ways to 
think about that confusion, the concept of liminality may prove useful. 
Change process researcher David Holzmer describes liminality as a “disorienting 
and disruptive period of transition.”63 Victor Turner, cultural anthropologist, famously 
referred to this period as the “betwixt and between.”64 Holzmer explains that “the idea of 
liminality remains valuable for describing a tumultuous reorientation, where future 
conditions, which ultimately offer greater opportunities and empowerment based upon a 
more encompassing and complex worldview, can no longer be ascertained via once-
reliable tools of prediction.”65 This time of liminality is a time in which there is a 
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“mismatch between current challenges and traditional remedies.”66 In other words, this 
period of liminality is a transitional phase in which we’ve left that which we know but we 
have not yet formulated new ways of being. We are reminded of the words of author 
André Gide, “One does not discover new lands without consenting to lose sight of the 
shore for a very long time.”67 Sailing away from one’s familiar shore—while not yet 
seeing the other shore—is a strong image of liminality.  
Victor Turner is often seen as the father of the concept of liminality, although he 
points to ethnographer Arnold van Gennep before him for the concept of a threshold 
(limen). Turner was researching a very particular and formal type of liminality: his 
theories are based on studying rites of passage in tribal African groups. Leaning on Van 
Gennep’s description of rites of passage, Turner describes the basic ritual as including a 
phase of separation, the intervening period of liminal being, and the third phase of 
reincorporation.68 Turner also suggests that “undoing, dissolution, decomposition are 
accompanied by processes of growth, transformation, and the reformulation of old 
elements in new patterns.”69  
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Intriguingly, Turner points out that the liminal period may be considered a “stage 
of reflection,” in which neophytes are “alternately forced and encouraged to think about 
their society, their cosmos, and the powers that generate and sustain them.” In other 
words, he says, “[Liminality] can be seen as potentially a period of scrutinization of the 
central values and axioms of the culture in which it occurs.”70 Holzmer picks up on this 
concept when he writes, “Liminality, while acknowledging disruption in a people, derives 
strength and relevance by helping to focus individuals toward their own and their 
society’s inherent undercurrents of renewal and realignment.”71 Liminality, therefore, 
becomes a time to study and critique what has come before, consider new ways of doing 
things, and begin to imagine what might lie ahead. 
As disorienting as liminality can feel to those organizations experiencing it, 
Holzmer emphasizes that during times of liminality, organizations can experience 
creative and energetic “renewal and realignment.”72 Further, for leaders, “familiarity with 
the idea of liminality also helps them to acquire more complex and inclusive worldviews 
and identities as a way to make sense of disruptions during times of great change.”73 In 
other words, disruption and disorientation can be a good thing.  
We find this same concept in the Bible, in themes of the wilderness. Often the 
image of wilderness is invoked to remind us of times we feel adrift, alone, disoriented. 
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Christians often refer to a “spiritual wilderness” as a time when they feel as if they are no 
longer experiencing God in the way they had in the past; they are feeling cut off from 
what was familiar, what felt like home, and wandering seemingly aimlessly. However, 
there is another way to look at the concept of wilderness when we study such passages as 
Luke 1:80, which says that John the Baptist lived “in the wilderness until the day he 
appeared publicly to Israel” (NRSV). There is a sense in this reference that John’s time in 
the wilderness was a time of preparation for his public ministry. Jesus had a similar time 
of preparation, although more explicitly, as described in Matthew 4:1–11, in which he 
“was led up by the Spirit into the wilderness” (v. 1 NRSV) and experienced the 
temptation of the devil. In many ways, Jesus’ temptation could be summarized as his 
liminal period in which, to return to Turner’s description again, Jesus is called to “think 
about [his] society, [his] cosmos, and the powers that generate and sustain [him].”74 
Jesus is tempted by society’s version of power three different times, and each time he 
calls to God’s power instead. This experience of wilderness for AB Women’s Ministries 
can be an invaluable time of reflection, review, and recommitment to the powers of God 
that sustain us. 
While Turner’s descriptions of liminality are highly suggestive for study of 
organizational life, one should hold his theories up to the mirrors of modernism and 
postmodernism. Turner’s descriptions lean heavily in the direction of linear progression, 
which makes sense, for he is basing his theory on his interpretation of rituals to which he 
ascribes very specific patterns, or stages. He was writing from within a modernist 
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perspective. As described by Turner, the “neophyte” begins the process by leaving his or 
her former role, enters into a liminal phase for a prescribed period of time, and then 
concludes the process by being welcomed into a new role or status in her or his 
community. As other scholars made use of Turner’s descriptions, they continued to 
interpret this as a linear progression. This interpretation matches well with a modern-era, 
linear view of life in which progress is expected. 
Through a postmodern lens, however, nothing is quite that predictable. Rather, 
periods of liminality may be far more cyclical. Holzmer heads in this direction when he 
states that “liminality helps to support the transition away from fixed hierarchical 
arrangements toward new forms and practices rooted in more resilient and collaborative 
structures…that constructively respond to change and disorientation. Such change is then 
not experienced as periodic disruptions but as the new norm.”75 In other words, being in 
liminality and, perhaps more critically, accepting liminality as a creative, generative 
opportunity provide an organization space for renewal and realignment, as Holzmer 
suggests.  
 
A Theological View of Liminality 
 Since I was born into the postmodern era, perhaps it is natural that I therefore find 
a theological home in process relational theology. It speaks into my personal experience 
of God’s persuasive voice, my own free will, the continuity and yet disjunction of present 
from past and future from present, and the interrelatedness of all of creation. Process 
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relational theology can be seen as a very postmodern theology in the way it views the 
world. In recent years, complexity science has also brought some intriguing insights that 
not only support the concepts that are a part of process relational theology, but have also 
created a framework by which we can extrapolate theology into structure and 
organization. 
 As process relational theology and complexity science both suggest, liminality is 
simply the way it is. We are always in a dynamic process of becoming, rather than the 
more static being presumed by the before-and-after in Turner’s (modern-era) description 
of liminal states, discussed above. Science has taught us that “all living systems have the 
capacity to self-organize, to sustain themselves and move toward greater complexity and 
order as needed.”76 Process relational theology draws from what science has taught us 
about living systems to see all life as process and to include God as part of that process. 
Alfred North Whitehead states as a foundational principle that “no entity can be 
conceived as complete abstraction from the system of the universe.”77 In other words, 
whatever science has taught us about the system of the universe has a direct impact on 
how we conceive of every participant in creation: human, flora, fauna, even the smallest 
atom of existence. According to Whitehead, they all follow the same principles. Process 
relational theology emphasizes that God also follows these same principles: God is also 
process; God is both causal and consequential. 
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 There are two types of process philosophers (and, by extension, process relational 
theologians): what are referred to as “third-person Whiteheadians,” who choose not to 
extrapolate from the smallest atom of existence to human experience, and “first-person 
Whiteheadians.” I follow the first-person interpretation, “using such notions to illuminate 
subjective, conscious experience as it is lived by higher organisms.”78 For me, 
Whitehead’s general philosophy, especially as it has been taken hold of by process 
theologians, speaks clearly to human experience and, indeed, to that of corporate life as 
evidenced by our organizations as well. It is this “first-person Whiteheadian” lens 
through which I will continue to explore process relational theology as it relates to 
American Baptist Women’s Ministries.79 
 In process relational theology, we see that each entity in every moment has many 
possibilities open to it. Depending on which of those possibilities it chooses to take into 
itself (a process named “concrescence”), it becomes a new entity in the next moment. It 
has continuity with its past at the same time as it now has a new future with new 
possibilities based on what it chose to incorporate in that moment of concrescence. In 
other words, in every moment, “it belongs to the nature of a ‘being’ that it is a potential 
for every ‘becoming.’ This is the ‘principle of relativity.’”80 The possibilities open to any 
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entity are created by its interaction with other entities as well as through an initial aim 
provided by God.  
 God’s initial aim is that of God’s ideal for that entity, based on all the possibilities 
open to it at any given time. The process of concrescence for an entity includes taking 
into itself all of what came before and combining it (as it so chooses) with the novelty 
offered to it by God and the entities with which it is interconnected. It thereby becomes a 
new entity that will then, in its turn, become another means of possibility for its future 
self as well as for all those entities with which it is interconnected. In brief, Whitehead 
offers us the beautiful image that “the many become one, and are increased by one.”81 
The way that the one incorporates the many that have come before is its abiding nature, 
that which continues. The way it incorporates the novelty and increases by one is the 
change, the moment of creativity (another process term). 
 Therefore, in a very postmodern way of looking at things, Whitehead states, 
“Ideals fashion themselves round these two notions, permanence and flux. In the 
inescapable flux, there is something that abides; in the overwhelming permanence, there 
is an element that escapes into flux.”82 He goes on to point out, however, that these 
concepts of permanence and flux bring with them their own paradox: “Another contrast is 
equally essential for the understanding of ideals—the contrast between order as the 
condition for excellence, and order as stifling the freshness of living.”83  
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 The modern-era perspective emphasized order and control in order to bring about 
the greatest effectiveness. In postmodernism, there is a greater sense that order stifles the 
freshness of living. The move is toward the need to create structures and ways of being 
that would provide the greatest opportunity for emergence or, as Whitehead might put it 
in process language, “novelty.” Whitehead holds both ends of that paradox in a creative 
tension. In a moment of poetic expression, he states, “But the two elements must not 
really be disjoined. It belongs to the goodness of the world that its settled order should 
deal tenderly with the faint discordant light of the dawn of another age.”84 It would seem 
that, as postmodernism has continued to take root in the decades since Whitehead was 
writing, there are those who believe the process should not be quite so settled or tender. 
Rather, in organizational studies there has been a move toward less “settled” structures 
and a more intentional “stirring up” of difference and diversity, so that the dawn of 
another age can be embraced more fully.  
 
Adaptive Change 
 It is no surprise that a postmodern perspective has given rise to postmodern 
theories of organization and change. During the “Transformed by the Spirit” initiative 
described in chapter 1, I was led to Heifetz’s ideas and found in them some excellent 
descriptors of what we were experiencing in AB Women’s Ministries. They provided 
very helpful frameworks for addressing our organizational concerns and led me to 
experiment with new ways of working in AB Women’s Ministries. 
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 The key aspect of the theory of adaptive change is Heifetz’s separation of 
problems, or challenges, into two categories: adaptive and technical. Technical 
challenges are those we are most easily able to identify. They have “known solutions that 
can be implemented by current know-how. They can be resolved through application of 
authoritative expertise and through the organization’s current structures, procedures, and 
ways of doing things.”85 Adaptive challenges, on the other hand, “can only be addressed 
through changes in people’s priorities, beliefs, habits, and loyalties. Making progress 
requires going beyond any authoritative expertise to mobilize discovery, shedding certain 
entrenched ways, tolerating losses, and generating the new capacity to thrive anew.”86 
Clearly, adaptive challenges are more difficult to detect because, in the popular 
vernacular, “we don’t know what we don’t know,” or, as Wheatley writes, “We live in a 
time that proves Einstein right: ‘No problem can be solved from the same level of 
thinking that created it.’”87 
 The difficulty arises when adaptive challenges are addressed as technical 
challenges. Generally, one can diagnose an adaptive challenge when a series of technical 
solutions are attempted and fail to address the challenge adequately. Another difficulty 
arises for organizations because, as Heifetz points out, “yesterday’s adaptations are 
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today’s routines. Yesterday’s adaptive challenges are today’s technical problems.”88 In 
other words, something that has “worked” for a very long time seems to have stopped 
working, and there is no clear reason why. At the same time, though, another corollary to 
the theory is that most challenges facing organizations are a blend of technical and 
adaptive elements.  
 From a postmodern perspective, as well as a process relational theology 
perspective, we live in a period of permanent change. This can be a challenge in itself as 
we try to view everything through the same lens we’ve been using for the last generation. 
However, as Wheatley puts it, “When we shift the paradigm, we find answers, real 
answers.”89 As Heifetz states when referring to technical solutions applied to adaptive 
challenges, those in leadership “fail to see how the organizational landscape has 
changed, or prefer a ‘solution’ that will avoid disruption or distress in the organization.”90 
Changing our paradigm means being able accurately to assess the true nature of a 
challenge and to address it accordingly.  
 
Denominationalism Today—Adaptive Challenges 
 “Denominations are dead,” we often hear proclaimed. Indeed, statistics can point 
toward that conclusion, if one is seeking evidence. However, several recent studies have 
shown that the statistics can also be interpreted in other ways and, indeed, may point to a 
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new vibrancy. Roozen states, “It is clear that the situation of national denominational 
structures is one of transition, not demise.”91  
 We begin the discussion of current denominational life by pointing to Mudge’s 
reminder that “political-ecclesiastical metaphors…are crystallizations at particular points 
of time of certain understandings of social interaction reached for the purpose of making 
decisions of a certain type.”92 In other words, denominations are structured (as are local 
churches) in a particular way to meet the needs of the time in which they were formed.  
 According to denominational scholar Russell Richey, denominations in America 
follow five stages: ethnic voluntarism, purposive missionary association, “churchly” 
style, corporate or managerial organization, and what he discerns as the current style, a 
“regulatory agency.”93 Richey points out that in each stage, denominational forms take 
the shape of secular institutions, intentionally and unintentionally influenced by what is 
considered to be the most effective structure for progress. In this typology, denominations 
follow the same pattern as secular institutions, transforming over time. Some will be able 
to reenvision themselves for new times, some will not. To say that “denominations are 
dead,” however, is to proclaim that there is no salvaging life for these structures created 
in former times to have a viable, current existence. Richey equivocates as to the future of 
denominations: “Denominationalism is a relatively recent phenomenon and may have 
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outlived its usefulness. It may, on the other hand, simply be going through another of its 
metamorphoses.”94 
 Nancy Tatom Ammerman, although seemingly holding a more hopeful view than 
Richey’s qualified one on the future of denominations, points out the position of 
liminality in which denominations currently find themselves. “There is increasing 
evidence that ordinary Americans are less and less firmly identified with them,” she 
writes, describing denominational intermarriage, a mobile people finding new church 
homes regardless of denomination, and those who have stopped attending church 
altogether. “The denominations themselves have lost members and money and are 
wondering just what their futures will be.”95 A 2008 Pew Forum research report 
indicated that “roughly 44% of Americans now profess a religious affiliation that is 
different from the religion in which they were raised.”96 Although that could simply 
point to adherents moving from one denomination to another, the more significant change 
is that “the biggest gains due to changes in religious affiliation have been among those 
who say they are not affiliated with any particular religious group or tradition.”97 This 
leads to Ammerman’s statement that “Protestant hegemony has been challenged; the 
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Protestant way of believing, living, and organizing has been de-centered.”98 In its early 
years, American Baptist Churches USA was part of a society in which being American 
was strongly aligned with being a white Protestant. Today, in the postmodern era, our 
denomination—along with other Protestant denominations—has to work harder to 
determine who and what it is in this postmodern, culturally diverse era. 
 Most prominent mainline Protestant denominations were formed in the modern 
era with modern-era structures. Now, though, “expressive individualism, congregational 
localism, increasingly diverse and divisive constituencies, and the fragmentation of grand 
narratives are among the more pervasive and significant challenges that the postmodern 
meanings of today’s society present to America’s denominations.”99 To put it even more 
starkly, “the different denominations perpetuate the various social metaphors which 
informed the shape of faith at the times and places of their foundation, metaphors which 
in modern dress are anachronistic and alienating.”100 
 Scholars have suggested, though, that the issue is not so much whether 
denominationalism itself is the problem; the issue is that the denominations need to take a 
hard look at their theology and identity. Ammerman points out that “if denominations 
began in the heat of theological battle, definable in terms of distinctive beliefs and 
practices, what they have gradually become…is modern organizations definable by their 
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bylaws, budgets, and headquarters buildings.”101 Given the relative comfort of being the 
dominant culture in years gone by, denominations did not have to focus on identity as 
closely. Instead, they focused on their structure, seeking ever more efficient ways to 
manage human and financial resources.  
 “Could it again be that life and death are less the issue than how denominations 
think about God and structure such reflection into organizational identity and practice?” 
ask Roozen and Nieman.102 Denominations need to consider their sense of identity and 
whether that identity still holds true in today’s world: “To the extent that the current state 
of transition and adaptation in national structures is problematic, it is most immediately a 
problem of identity.”103 Indeed, Roozen goes on to assert, “Those denominations that are 
most effectively negotiating the postmodern challenge are those denominations with 
strong identities; with strong, personal, relationally dense, crosscutting, connectional 
networks; and with strong noncognitive sources of religious authority.”104 
 Yes, there is hope. At least, there is the hope for those denominations that take 
seriously the need to reassess where they are and how they are following God’s call 
today, in this society. Again, scholars point to the need to have a full understanding of 
our organizational identity. “The central identity work denominations can engage in is a 
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rich, deep sense of the distinctive beliefs unfolding into, borne by, and manifested 
through a wide range of practices, such as the use of symbols, histories, narratives, habits, 
behaviors, words, and structures.”105 We turn now to how American Baptist Churches 
USA has engaged in this work and, following that, how AB Women’s Ministries needs to 
dive deeper into that same work. 
 
Transitions in American Baptist Churches USA 
 Nancy Tatom Ammerman, writing in 1993 about denominations in the transition 
to a postmodern worldview, wrote, “We are only beginning to see experimentation with 
new organizational models for denominations.”106 Twenty-six years later, American 
Baptist Churches USA is a denomination that is clearly experimenting with new models 
based on its work with adaptive change theories and the desire to fit better in a 
postmodern society. Yet those experiments have not left behind those things that make us 
unique as a denomination and, in fact, have attempted to leverage some of that 
uniqueness in specific ways. As these changes are approximately eight years in the 
making as of this writing, it is difficult to assess effectiveness with any empirical 
evidence. I can only describe here some of the changes that have been made and the 
rationale behind those changes. 
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 As discussed in chapter 1, division is not a new thing in our denomination due to 
our nature as a covenantal body. To describe in more detail the associational principle as 
it is currently defined in ABCUSA, the national denominational structure has little 
authority over regional associations and even less over the local church. Local 
congregations relate to one another primarily through their regional bodies; the regional 
bodies relate to one another primarily through the national body. These regions were 
originally formed around geographic areas based on the quantity of ABC churches in that 
area. Some regions, therefore, incorporate several states while others include only one 
greater metropolitan area. There is much fluidity to this connectionality, of course, and 
there are often direct connections between local and national, with local congregations 
accessing national resources and participating in national events and national staff 
engaging with local congregations in a variety of ways. Formally, however, the regional 
body is the primary “connective tissue.” American Baptists hold tightly to the premise of 
local church autonomy and to the idea that the national organization exists at the behest 
of, and for the service of, the local congregation.  
Human beings, however, often want far more control than covenant. When the 
issue of definitions of Christian stances toward homosexuality came under discussion at a 
denominational level, the debate was not only about the topic of homosexuality but also 
about polity and process. The troublesome nature of the denominational polity of 
ABCUSA is evident in this description of that period: “As the controversy over 
homosexuality grew among the churches and society in general in the United States, there 
was pressure for the General Board [a central organizing board in ABCUSA] to become 
not only the voice of the denomination in such matters, a role it carried forward in lieu of 
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the Annual Meeting of the convention, but also the enforcer of its discernments—a role 
incongruent with the understanding of the nature of congregations and their 
denominational instrumentalities.”107  
The result was over a decade of confusion and lack of a definitive answer to the 
matter. In October 1992, the General Board of ABCUSA passed a resolution titled 
“American Baptist Resolution on Homosexuality,” which states, “The practice of 
homosexuality is incompatible with Christian teaching.”108 However, in June 1993, the 
same board passed a second resolution titled “American Baptist Resolution Calling for 
Dialogue on Human Sexuality,” which states, “There exists a variety of understandings 
throughout our denomination on issues of human sexuality such as homosexuality,” and 
called for dialogue to seek “unity and avoid divisiveness.”109 Interestingly, in November 
2005, the General Board voted to amend the document “We Are American Baptists” to 
include the statement “who submit to the teaching of Scripture that God’s design for 
sexual intimacy places it within the context of marriage between one man and one 
woman, and acknowledge that the practice of homosexuality is incompatible with 
Biblical teaching.”110 However, the most current version of that document that appears 
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on the ABCUSA website is dated 1998 and includes no such reference; that 1998 version 
had been reaffirmed in November 2002.111 This back-and-forth and subsequent lack of 
clarity on the matter is very American Baptist. Trying to hold together a very diverse 
body and make any sort of cohesive public statements leads to necessary, meaningful 
conversation at its best, disharmony and divisiveness at its worst. For many years, our 
national denominational gatherings reflected more of the “worst” than the best. As one 
observer wrote, “The Conventions have been times of hard, even bitter theological 
controversy, as often as they have been times of celebration and unity. Whenever the 
various parts of our denomination have gathered, each defiant in protection of its own 
integrity and particularity, they have to some degree chafed up against others who 
asserted their autonomy differently.”112 
 During this time, many congregations and individuals left the denomination 
because the perceived stance on homosexuality was either not strong enough or not 
inclusive enough. “Many votes have been taken over the years, with winners and losers, 
people who stayed because of or despite the final count, and others who left, in 
resignation, or anger, or regret.”113 There was some “reshuffling” of membership, as 
well, as some regional bodies enacted their authority to disfellowship congregations who 
were not in line with the regional stance on homosexuality, while other regions took 
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those disfellowshipped congregations in. The formerly geographically based regions are 
no longer quite as easily identified as such. For example, American Baptist Churches of 
Rochester/Genesee Region, formerly only comprised of congregations in the greater 
Rochester area of New York State, now includes congregations in other areas of New 
York State as well as Indiana, Ohio, Tennessee, Minnesota, Florida, California, 
Kentucky, New Jersey, and North Carolina.114 
 The recent division over homosexuality precipitated, in some part, a restructuring 
of the denomination as a whole. Not only did the loss of churches and a shifting of 
regional identities create financial issues, more importantly a deep woundedness led to a 
desire to create a structure that could more clearly embrace our denominational diversity. 
One scholar notes that “the present proposals for reorganization are following the 
precedent of responding to trauma.”115 However, the process was not entirely 
reactionary. As one American Baptist pastor has written, we have “found some healing 
from the hurt of the past few years and have moved forward with vision to the future.”116 
Another writes, “Somehow, over and over again, through pain and tumult, and the hurly 
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burly of the public debate, a new balance was found, a new equilibrium achieved, a new 
peace won and claimed.”117 
 It seems that the argument brought to light the difficulty of having a 
denominational structure predicated on modern-era assumptions of efficiency and 
specialization addressing postmodern diversity and concerns. In a very postmodern way, 
one writer states, “We, as American Baptists, want to capture the best of what it means to 
be both a movement and an institution, for each has its strengths and weaknesses.”118  
 At a national level, the General Board was dissolved and American Baptist 
Churches USA now has a Mission Table, which has been described as “not so much a 
governing body as a think tank.”119 Biennial meetings have now become the Biennial 
Mission Summit, with less time spent in business and more time in worship, study, and 
conversations around topical issues with impact on local congregations. Methods derived 
from Ronald Heifetz’s adaptive change theories, as well as techniques such as World 
Café, are used in an effort to provide every American Baptist with a voice and impact on 
the ministry of a denomination as a whole. The divisive Resolutions and Statements of 
Concern no longer exist. There are now “Public Witness Statements” with an entirely 
different process that calls for a much higher majority to pass anything on behalf of the 
denomination as a whole. The process includes conversations at local church and regional 
levels before anything comes to any of the national bodies; statements need to have been 
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voted on by significant majorities at these other levels before they can be passed to the 
national table.  
 It is clear that those involved in the process of developing a new structure for 
American Baptist Churches USA took very seriously a postmodern context. To cite 
Ammerman’s four categories, the denomination is choosing “Activities” based on the 
postmodern premise of finding niches. ABCUSA’s turn toward the Mission Table and 
Mission Summit Conversations incorporates a variety of voices on a variety of topics and 
allows American Baptists to be engaged in those “niches” to which they feel God is 
calling them. In the category of “Technology,” ABCUSA is making use of collaborative 
online platforms and Facebook groups as means to continue and broaden those 
conversations in the two years between Mission Summits. In terms of “Organization,” the 
structure and relationship of the national boards (General, International Ministries, and 
American Baptist Home Mission Societies) has changed: the number of board members 
is greatly reduced and the means of finding new board members has been modified to 
broaden the leadership pool. Finally, there has been some move to encourage greater 
“Relationships” at Mission Summit. 
 
American Baptist Women’s Ministries in Liminal Times 
 The liminal times in which AB Women’s Ministries finds itself has also been 
shaped by fundamental changes in the lives of women. Women of color and women in 
poverty have long been in the workplace; women of the privileged classes, however, 
began entering the workplace in greater numbers as the women’s movement grew in the 
1960s and 1970s. Now women in the workplace is common across ethnicities, and 
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everyone faces intense time demands. Some studies have suggested that while women 
may spend slightly fewer hours per week at paid work than men, they spend more hours 
per week at unpaid work (generally housekeeping and child care).120 Additionally, with 
an increase in children’s activity schedules, all parents are making decisions about time 
during their nonworking hours. “Children have lost 12 hours per week in free time, 
including a 25 percent drop in play and a 50 percent drop in unstructured outdoor 
activities.”121 Someone has to drive them to all of those activities, and it is usually a 
parent. 
 Many changes in society have an impact on women’s ministries in general and 
American Baptist Women’s Ministries in particular. However, this issue of women’s time 
is perhaps the clearest change we can point to that has direct impact on our leadership. In 
workshops and conferences for American Baptist women, a frequent complaint is that 
women’s ministry groups are no longer able to find enough women to fill the leadership 
roles of their structure. Many local, associational, and regional boards have a significant 
number of leadership positions to fill in their structure. Local groups often have monthly 
meetings; associational and regional boards generally meet less often but may balance 
that by having longer meetings (overnights or weekends). The required time commitment 
to be in leadership in AB Women’s Ministries at all levels is often substantial. 
 As described earlier, participation in AB Women’s Ministries’ national leadership 
requires travel for meetings of several days’ length on the part of our national officers, 
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and slightly fewer days for national meetings on the part of presidents. The organization 
has been experimenting with reducing the length of in-person meetings but has also 
needed to balance that with the nature of the work to be done and the fact that for some 
types of work to be addressed effectively, leaders need time together in person.  
  In addition to the in-person board and executive committee meetings, a number of 
evening conference calls are held throughout the year; for some working groups these 
may occur on a monthly basis. This practice began as length of in-person meetings was 
shortened to conserve funds and an attempt was made to shorten the travel time required 
for officers and board members. Rather than teams having an entire day together during 
in-person meetings to strategize and assign tasks (as formerly occurred), most of that 
work is now expected to happen during conference calls and via online collaborative 
platforms. These technologies have efficiently solved the technical problem of getting 
work done. 
 Building relationships, however, seems to be more of an adaptive challenge. AB 
Women’s Ministries has “check-in” calls for the national board to have conversation with 
the president and executive director for the purpose of building relationships and 
supporting one another’s ministry. These calls average 20 percent participation. AB 
Women’s Ministries also uses Yammer, an online collaborative platform, through which 
all board members are expected to communicate about shared work on a regular basis. 
This, too, has about 20 percent participation to date.122 The national staff of AB 
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Women’s Ministries has begun having conversations about what may be causing the low 
rate of board member participation between meetings, and has done some “experiments” 
to explore the effectiveness of other options, but more specific steps for assessment and 
strategies for improvement have not yet been devised.  
 A more foundational question is this: What is the role of the board in the 
organization? The phrases “working board” versus “governing board” have been part of 
the discussion of staff and the national board for the entire time I have served the 
organization. Although duties of the board and executive committee appear in AB 
Women’s Ministries bylaws, those duties are written in vague terms, so there is room to 
interpret them anew based on issues arising at any given time. However, that vagueness 
has sometimes led to disagreements on the board about whether the executive committee 
or staff have overstepped their boundaries. It has also put staff and the national president 
in the position of having to decide themselves what comes before the board and what 
does not. This point of decision, with the fact that our national president changes every 
three years, has led to some inconsistency. 
 AB Women’s Ministries needs to become more attuned to and responsive in light 
of the current realities of women’s lives. The changing religious landscape in the United 
States, a more diverse society, less time available for volunteer engagement, and a 
shifting denominational context all require a fresh look at AB Women’s Ministries’ 
organizational identity and structure. And yet our national board is still laboring with 
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former models and expectations of structure and roles. As stated above, this problem is 
compounded by a lack of clarity about the role of the board, the executive committee, and 
staff. In essence, the way we were organized for former times is now obstructing our 
ability to engage in today’s complex adaptive challenges. 
 
Conclusion 
 Given these realities, American Baptist Women’s Ministries has some work to do 
to be more vibrant and have a greater impact in its ministry and mission. Central to that 
work is the reality that “the dominant group of Americans who trace their lineage to 
Europe have not yet fully comprehended the fact that the United States is a pluralistic 
society in every sense of that term.”123 Seeing the statistics of the demographic 
composition of our national board of AB Women’s Ministries and comparing them to the 
demographic composition of our denomination as a whole highlights that our 
organization needs to do better work in building relationships within our multicultural 
context. Understanding our cultural plurality, and becoming more comfortable with 
dynamic, organic ways of being together will help women engaged in our ministries to 
come to a more complete understanding of what it looks like, and feels like, to be the 
people of God. 
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CHAPTER 3: “A Theology of Beloved Community” 
 “We can speak of context in terms of a person’s or community’s ‘social location.’ 
It makes a difference, both feminist and liberation theologians have insisted, whether one 
is male or female, rich or poor, from North America or Latin America, at the center or at 
the margins of power.”124  
 I begin this chapter by situating myself as a fifty-two-year-old Euro-American 
woman of financial and educational privilege. It has been critical for me to keep that in 
mind as I have delved into an attempt to more fully understand and define “beloved 
community.” I am fully aware that my understanding and description of beloved 
community cannot fully escape my context of privilege even as I work to broaden my 
perceptions through studying it from other perspectives. I hope to bring these multiple 
threads together into an understanding of beloved community that will be both 
foundational and inspirational to the diverse women of American Baptist Women’s 
Ministries. 
 
Returning Briefly to Telos 
 We situate ourselves with a brief reminder of the role of telos in our Christian 
calling: “If our cultural work is going to be restorative—if it is going to put the world to 
rights—then we need imaginations that have absorbed a vision for how things ought to 
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be.”125 As we explore beloved community in its height, depth, and breadth, we constantly 
seek that vision, which is both eschatological and this-worldly, that vision of beloved 
community, which is how things “ought to be.” As Howard Thurman wrote, “Then the 
wisest among them will say: What we have sought we have found, our own sense of 
identity. We have an established center out of which at last we can function and relate to 
other [people].”126 He also states, “Now, of course, you see, … the individual becomes 
the living for-instance of the cause to which [she or] he is loyal.”127 Through this study, I 
hope to discover ways in which American Baptist Women’s Ministries may become a 
“living for-instance” of beloved community. 
 
A Diversity of Perspectives 
 It is for two reasons that I engaged a diversity of perspectives in developing a rich 
description of beloved community. First, as stated previously, AB Women’s Ministries is 
a diverse organization. For me to understand more fully the context through which the 
women in our organization are perceiving our dialogue around beloved community, it is 
important that I listen to diverse voices on the topic. Second, the very concept of beloved 
community itself demands it: “No one theology alone is capable of revealing this 
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common ground. We require a diversity taken together, each with its distinctive gifts. 
Together, these various insights into Christian truth correct and inform one another.”128 
To that end, I have listened to voices of feminist, African-American feminists and 
womanists, Asian-American feminists, Latina/Hispanic feminists and mujerista scholars, 
and Native feminist scholars. It is beyond the scope of this paper to delve into the 
differences among each individual designation, and I certainly do not claim expertise in 
any of the schools of thought. I see my studies as a way of exposing to me the particular 
gaps in my own understanding.  
 I do want to enter the caveat, however, that I found among some scholars 
confirmation of my own concerns. Just as feminism has been decried as only representing 
white, middle-class females, it has been suggested that women’s liberation theologies129 
have “often relied on a politics of representation.”130 The concern is that “this 
representational strategy can in turn lend itself to totalizing and essentializing discourses 
about the communities theologians seek to represent.”131 In other words, a Latina 
theologian attempting to develop a Latina theology may be silencing some voices from 
her community and privileging others in a way that represents to the outsider a one-
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dimensional perspective on a multidimensional reality. This is the risk any of us takes in 
trying to develop a theology that incorporates more than one person’s experience of God. 
However, when it comes to broadening each of our worldviews, these seemingly 
representational theologies can still be helpful in allowing us to identify our own blinders 
and deepen our experience of God. 
 
Beloved Community: A Theology 
 This chapter constitutes an exercise in developing a theology of beloved 
community. Beloved community has become a way for me to understand God and the 
way God is at work in the world, as well as a way for me to talk about God. That is, after 
all, the basic definition of theology. Although I make no claims to being a systematic 
theologian (especially given my predilection toward less linear, more organic forms of 
thought), I have found a few of the classical topics of systematic theology to be helpful in 
organizing my thoughts. Therefore, I will begin my study with the triune God. I will then 
explore humanity as created, as fallen, and as redeemed. Finally, I will show the impact 
this has on an ecclesiology, or an understanding of the church. By the end of the chapter, 
I will have developed a few “marks” of beloved community that should be visible as 
American Baptist Women’s Ministries lives out this theology. 
 
The Trinity 
 “As you, Father, are in me and I am in you, may they also be in us, so that the 
world may believe that you have sent me,” (John 17:21 NRSV). In terms of the idea of 
beloved community, it all takes root right here: God as community in God’s very self. 
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 The Greek word perichoresis, used to describe the Trinity, has been often 
interpreted by scholars as “dance”: “The three hypostases of God indwell one another in 
one divine nature, the Greek perichoresis, ‘to dance around,’ or as it is often translated, 
‘indwelling’ or ‘to envelope.’ The three hypostases dynamically, relationally dance 
around and within one another.”132 This “dance of the Trinity” is a vibrant, dynamic 
conceptual framework within which we may get a glimpse of how God relates within 
God’s own nature. As feminist theologian Anne Clifford writes, “We can imagine the 
Trinity as three persons engaged in a circular dance, circling and encircling one another 
with unending energy.”133 Although we, in our limited human language, often speak of 
God in a way that suggests three component parts (God, Jesus Christ, and the Holy Spirit, 
much as I do in my categories below), the actual being of God is not distinct. Rather, “the 
Creator is in union with the Redeemer who is in union with the Sustainer who is in union 
with the Creator—at all times and in all places.”134  
 Many women’s liberation scholars point to the Trinity as a central premise to that 
liberation. For example, “Because feminism emphasizes equality, interrelatedness, and 
mutuality as the basis of the world as it ought to be, feminist theology can be greatly 
enriched by the image of the Trinity as three equal persons dancing together in perfect 
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harmony.”135 There is a concurrent caution here, though, that points to what the system 
of patriarchy has typically done to the concept of the Trinity: “Maleness projected onto 
the triune God of Christian revelation ignores the potential for a Trinitarian theology that 
relates to feminist values, such as solidarity in diversity, the value of equal and mutual 
partnerships, and the importance of communion to being a fully human person.”136 
Instead, we are to understand “God as divine community whose aim is for authentic 
community on earth as in heaven.”137 
 God through Christ is our experience of the most intimate of relationships: not 
only God and Jesus in the Trinity, but Jesus as Immanuel, God with us. It is this very 
with-ness that gives us the opportunity to feel God in our very beings, to embrace God’s 
initial aim as our own, and to want thereby to have that same with-ness with others. As 
Marjorie Suchocki reminds us, “The unity and beauty of God, who negates nothing from 
feeling, requires community for its fullest reflection.”138  
 This with-ness within God and between God and humanity is borne out of God’s 
great love for us. Martin Luther King Jr., wrote and spoke often on the love of God and 
the love among human beings that was the primary catalyst and mark of beloved 
community. “The greatest of all virtues is love. Here we find the true meaning of the 
Christian faith and of the cross. Calvary is a telescope through which we look into the 
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long vista of eternity and see the love of God breaking into time.”139 King differentiated 
between philia, eros, and agapē love, describing the Trinity as an agapē love that 
embraces humanity as well. “Agapē is love seeking to preserve and create community. It 
is insistence on community even when one seeks to break it.” He emphasizes the 
Trinitarian nature of God by continuing, “The cross is the internal expression of the 
lengths to which God will go in order to restore broken community. The resurrection is a 
symbol of God’s triumph over all the forces that seek to block community. The Holy 
Spirit is the continuing community creating reality that moves through history.”140  
 It is not simply because of this love in the Trinity that we are called to live in 
community, in exemplar form. Rather, it is because we have been brought to being out of 
this community; we are created as parts of one another, related to one another in radical 
ways and yet not fully subsumed to one another. We are still individuals, each with our 
own histories and influences, each making our own choices as we incorporate the novelty 
offered by God’s aim, each responsible for ourselves. And yet because of this deep 
interconnection, we are also responsible for one another and, indeed, cocreated by one 
another. “God is thus seen as that multiple singularity that joins together all creatures—
creatures that are themselves irreducible in the infinite multiplicity of their own 
singularity. In God is the beginning of diversity. . . . This radically inclusive reality 
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relates us to one another while maintaining a space of difference between us.”141 If we 
give testimony to a triune God with our lips, then we must also give testimony with the 
way we live. 
 
Humanity as Created 
 “So God created humankind in his image, in the image of God he created them; 
male and female he created them” (Genesis 1:27 NRSV).  
 Process relational theology tells us that all entities are interrelated. From the first-
person Whiteheadian view, again, this extends to mean that all human beings (entities) 
are created as interrelated. In many ways, we cannot speak of our own birth without 
understanding it as connected to all the other births occurring on the same day, in the 
same year, or throughout time. According to process relational theologians, we also 
cannot speak of humanity without including all of creation in the same breath. Indeed, 
most liberation theologies, especially women’s liberation theologies, attest to God’s 
communal nature as evidence that all humans are created in community, and that all are 
created equal as God’s communal nature is equal. This motif is critical to theologies that 
seek to overcome oppression and exploitation and, instead, bring about right relations 
again. For example, “Asian women emphasize the importance of community in their 
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theologies because only in community can humanity reflect God and fulfill the image of 
God in which we were created for mutual relationship.”142  
 We are reminded of the popular use of the phrase ubuntu. “In Africa recognition 
of our interdependence is called ubuntu in Nguni languages. . . . It is the essence of being 
human. It speaks of the fact that my humanity is caught up and inextricably bound up in 
yours,”143 writes Archbishop Desmond Tutu. We find a similar concept in Japanese 
feminist theology: “Japanese linguistics also exhibits communal selfhood: The English 
word ‘self’ is usually translated by the Japanese word jibun, and vice versa. However, 
unlike the English word, jibun connotes ‘one’s share of the shared life space’—that is, 
oneself is an inseparable part of ourselves.”144  
 Martin Buber describes this interconnectedness using the terms I and Thou (or 
You, depending on the translation), to describe how we not only see one another, but how 
we cocreate one another through our connectedness. “Inscrutably involved, we live in the 
currents of universal reciprocity,”145 he writes, describing this give-and-take of 
relationship. “I require a You to become; becoming I, I say You. All actual life is 
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encounter.”146 In this regard, Buber is expressing a very process relational theology 
concept: entities (or humans) are created by one another, by the way in which we 
encounter one another and how we incorporate those encounters into our beings. Once 
two entities have an encounter, they are both changed from it and are different entities 
moving forward.  
 The realization of this connectedness, this deep influence on one another, forms 
the foundational principal of beloved community in regard to human relationship and 
society. “What that means is that we do not have relationships. We are not discrete selves 
that can choose whether or not we want to relate to one another. Rather, we are 
relationships,”147 states Coleman. One of King’s oft-quoted statements attests to his 
agreement with this belief: “In a real sense all life is interrelated. All men are caught in an 
inescapable network of mutuality, tied in a single garment of destiny. Whatever affects 
one directly affects all indirectly. I can never be what I ought to be until you are what you 
want to be, and you can never be what you want to be until I am what I ought to be. This 
is the interrelated structure of reality.”148 Howard Thurman states, “I have always wanted 
to be me without making it difficult for you to be you.”149 Both of these statements 
resonate highly with Tutu’s description of ubuntu. 
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 Our understanding of the triune God and our creation in God’s image pointing to 
our own interconnectedness, our own perichoresis, provides the bedrock for 
understanding our calling to live as beloved community. As humans with free will, 
however, we often fall short of this ideal. 
 
Humanity as Fallen 
 Marjorie Suchocki presents a process concept of sin as it exists in the 
interrelatedness of entities: “The many are for the one, and the one for the many. But this 
is also precisely the structure whereby sin occurs. The inescapability of relationships 
means that the avenues of enrichment may become avenues of destruction. The effects of 
relationships are internal, and therefore, we are peculiarly vulnerable to each other.”150  
 In process relational theology, God lures humanity toward the common good 
through the initial aim: a vision of an ultimate beauty and wholeness. “[God] does not 
create the world, [God] saves it: or, more accurately, [God] is the poet of the world, with 
tender patience leading it by his vision of truth, beauty, and goodness.”151 However, 
because God has also given us free will, humans can choose to accept this initial aim or 
not. “God calls us—indeed, the entire world—toward God’s vision for the common good. 
In this calling, God begs to be recognized, and yet God can also be ignored.”152 As 
humans, we have many influences that we can choose among in the process of becoming. 
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As we interact with one another and the created world, we are also incorporating our own 
past influences (both positive and negative) with aims toward our own becoming in the 
future. Insofar as we choose God’s initial aim of wholeness for all of creation, we are 
moving toward unity, harmony, and beauty.  
 If, instead, we choose another aim of separation, individualism, or 
competitiveness, we are acting out of what is referred to as our “fallenness.” In process 
relational theology, however, God will continue to offer a consequent aim, or that ideal 
which is now possible given the decisions (conscious or unconscious) we have made in 
our process of becoming. God is always trying to persuade, or lure us, toward the good, 
toward wholeness, harmony, and beauty. The decisions we make will affect what 
possibilities are open to us in that very next moment of decision, each step along the way. 
That means, in our becoming, there is the same possibility for separation as there is for 
unity.  
 “We are sinners in need of God’s divine grace,” we are reminded by King. “When 
we come to our collective lives, our sin is even greater.”153 Because of that 
interrelatedness, our choice to ignore God’s lure toward unity and harmony does not only 
have an impact on us as individuals. Monica Coleman asserts, “Sin is easily perpetuated 
and systematized because we are so influential. We shape our futures and those around 
us. They have to live with what we have done. We have to live with what others have 
done.”154 Here enters what has often been termed institutional sin, or that separation and 
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breaking of community that has become deeply embedded in the way humans interact 
with one another, to the point where individuals are often no longer fully aware of how 
they are part of a larger sinful system. When they do become aware, they may try to act 
toward wholeness in their part of the system, but the whole system is still perpetuating sin 
until a fully systemic change can be made. For example, the Jim Crow laws were clearly 
institutional sin. Even as white individuals may have tried to act outside of those laws, 
following God’s aim for wholeness and unity, they were still in a position to benefit from 
the laws and therefore were still part of a sinful institution. Only insofar as they were all 
able to work with their sisters and brothers of color to remove those laws could that 
institutional sin be broken. Unfortunately, the sin of racism, sexism, and the other -isms 
that separate us one from another are more difficult to remove. By understanding that we 
are all connected, that we are all “tied in a single garment of destiny,” however, we are 
beginning to incorporate God’s aim toward beauty into our becoming. 
 
Humanity as Redeemed 
 In liberation theologies, redemption is generally seen as a communal act. One’s 
individual redemption is inextricably intertwined with the salvation, the liberation, of the 
entire community.  
 Conversion is a prerequisite to redemption in most theologies: One must turn 
away from the wrongness of one’s previous ways and turn instead to the path of Christ, 
becoming obedient to God’s will in all things. The experience of conversion is also 
present in theologies with a postmodern outlook, including process relational theology 
and woman’s liberation theologies. We take into consideration, first, Buber’s “I-Thou” 
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approach to provide a lens through which to view these other theologies. Buber posits the 
act of umkehr, translated as “turning,”155 which “comes through surrendering self—will 
and willfulness, leading away from separateness and individuality toward relationship 
with the other.”156 Buber uses the word umkehr as his translation of the Hebrew word 
teshuvah, “which denotes a complete turning to God. In this sense, moreover, Buber uses 
umkehr to indicate the act of turning with one’s whole being to meet the other, which 
implies, at the same time, turning wholly toward God.”157 In other words, because of our 
interrelatedness with one another and with God, turning toward one another is turning 
toward God, and turning toward God is turning toward one another. For Buber, 
conversion and redemption includes both God and community—it cannot happen without 
both elements.  
 Martin Luther King Jr. also spoke of a “turning.” Christian ethicist Walter Fluker 
points out that in King’s writings, “spirituality demands that we face the other, personally 
and collectively—and in facing the other we are transfigured and transformed and called 
to the larger quest of building community in the world.”158 Rather than an individualistic 
view of conversion and redemption, “King firmly believed the inner transformation was 
essential to involvement in social transformation. Transformation, however, is not 
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equated with moral perfectionism; rather, it is understood as an inner quality of life that 
issues forth in deeds of goodwill and love for the neighbor.”159 In other words, internal 
conversion was necessary, but also necessarily brought with it communal redemption. 
 Howard Thurman wrote prolifically on the need for personal “turning,” again, 
always pointing it toward community. “The sins, bitterness, weakness, virtues, loves, and 
strengths are all gathered and transmuted by [God’s] love and [God’s] grace, and we 
become whole in [God’s] Presence. This is the miracle of religious experience the sense 
of being totally dealt with, completely understood, and utterly cared for. This is what a 
[person] seeks with [others]. This is why the way of reconciliation and the way of love 
finally are one way.”160 In other words, the internal and external are, again, intertwined 
in such a way that one necessitates the other.  
 King and Thurman seemingly focus the question of redemption on slightly 
different, although complementary, points. Thurman begins from within and moves 
outward. When one experiences that turning toward God in one’s own heart, the “way of 
reconciliation” is a natural outgrowth. King, on the other hand, although he also posits 
the need for internal conversion, focuses primarily on the redemption of community. It is 
only through the liberation, the conversion, of society that an individual may also be fully 
redeemed. “For King, the beloved community is synonymous with the Kingdom of God. 
Concretely expressed, it is the mutually cooperative venture of persons in which they 
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realize the solidarity of the human family by assuming responsibility for one another as 
children of God.”161  
 For King, the kingdom of God162 is possible within history, here on earth. Often 
Christians focus on the kingdom of God as beyond history, looking toward scriptures 
such as Mark 14:25, in which Jesus, during the Passover meal, says to the disciples, 
“Truly I tell you, I will never again drink of the fruit of the vine until that day when I 
drink it new in the kingdom of God” (NRSV). The kingdom of God is viewed as 
equivalent to the Second Coming, a time when the Messiah breaks into history from 
beyond to redeem the righteous. King’s conception of the kingdom of God, however, is 
similar to that found in Luke 17:21, “Nor will they say, ‘Look, here it is!’ or ‘There it is!’ 
For, in fact, the kingdom of God is among you” (NRSV). 
 This same sense of here-and-now redemption appears in woman’s liberation 
theologies. “This is why every theology of liberation has to maintain a utopian vision of 
being the family of God, the kin-dom of God, which becomes present in an effective and 
forceful way in our world,” states mujerista theologian Ada Maria Isasi-Diaz. Woman’s 
liberation theologies focus on the individual’s relationship to community and, 
consequently, the redemption of community being intertwined with the redemption of the 
individual. In describing Womanist Delores Williams’s concept of redemption, 
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Womanist theologian Stephanie Mitchem states, “Salvation becomes a community 
event.”163 
 King is quick to clarify that redemption does not come about solely through 
human effort. Nor does it come about solely through God’s action. “Neither God nor 
[humans] will individually bring the world salvation. Rather, both [humans] and God, 
made one in a marvelous unity of purpose through an overflowing love as the free gift of 
[God’s self] on the part of God and by perfect obedience and receptivity on the part of 
[humans], can transform the old into the new and drive out the deadly cancer of sin.”164 
Here King’s concept of redemption is very resonant with process relational theology. It is 
through the intimate relationship of God and humanity, through influence and persuasion 
and ideal aims, that salvation may occur. The turning from individualist, separatist sin 
and toward unity, harmony, and wholeness may indeed realize God’s ideal aim 
(traditionally known as the kingdom of God) here on earth, in history.  
 Victor Turner relates this redemption to the experience of communitas that occurs 
during periods of liminality in ritual transitions, relating it to Martin Buber’s “I/Thou” 
construct: “Buber . . . uses the term ‘community’ for ‘communitas’; Community is the 
being no longer side-by-side (and, one might add, above and below) but with one another 
of a multitude of persons. And this multitude, though it moves towards one goal, yet 
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experiences everywhere a turning to, a dynamic facing of, the others, a flowing from I to 
Thou. Community is where community happens.”165 
 The concept of communitas, or with-ness, brings us to a discussion of solidarity. 
A redeemed society is one in which there is solidarity. The triune God is in solidarity 
with humanity through the advent of Jesus the Christ. Through Christ, God walked 
among humans, experiencing all that humanity experiences. This is the very definition of 
solidarity. For all theologies of liberation, solidarity is a key concept and a key 
component to redemption. King speaks to this from a biblical foundation: “[An] ethical 
demand of integration is a recognition of the solidarity of the human family. Integration 
seems almost inevitably desirable and practical because basically we are all one. Paul’s 
declaration that God ‘hath made of one blood’ all nations of the world is more 
anthropological fact than religious poetry.”166 Although here King is speaking of 
integration in a very specific sense as a political structure, he uses similar imagery in his 
descriptions of beloved community: that because God created us all as one, we are to live 
as one, in solidarity with one another. Simply speaking, “Solidarity (acompañamiento) is 
walking alongside someone else wherever that person may be. It means that one is 
exposed to the same things that the other person is experiencing, suffering as he or she 
suffers.”167 Indeed, it is the very solidarity within the perichoresis of the triune God that 
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draws us into solidarity with one another. As stated by Clifford, “our communion with 
other persons and our care for all of creation become aspects of our growing communion 
with the three-personed God.”168 Anglican priest and Christian ethicist Samuel Wells 
writes, “Solidarity is the word ‘with’ turned into practical action, the word 
‘understanding’ turned into genuine support, the word ‘identification’ turned into 
courageous acts of witness.”169 
 Redemption experienced internally can happen only within redemption 
experienced externally as transformation of society. Only insofar as we can be fully with 
other human beings are we also with God. If we say we are with God, therefore, we must 
be with others in solidarity. This is the kingdom of God. In the words of King, “The end 
is reconciliation; the end is redemption; the end is the creation of the beloved 
community.”170 
 
The Church 
 As we are created in community by a communal God, so are we called to live in 
community. The term beloved community is often used in relation to the Church 
Universal or to a local congregation. Unfortunately, it often falls far short of this ideal. 
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The church is meant to be the “living for-instance,” in Thurman’s words, of living in 
solidarity with one another and with God.  
 Thurman himself was part of a church that founded itself on the notion of beloved 
community, especially welcoming racial/ethnic diversity. The Church for the Fellowship 
of All Peoples in San Francisco was an intentionally integrated community where 
Thurman served as pastor for several years. When invited to become a part of this faith 
community, he writes, “I had to find out for myself whether or not it is true that 
experiences of spiritual unity and fellowship are more compelling than the fears and 
dogmas and prejudices that separate [people].”171 In a clear indictment of what much of 
our society’s experience of church too often has been, Thurman states, “Religious 
experience must unite rather than divide [people].”172  
 As Thurman himself warns, beloved community is more than putting people 
together in a room. He points out that having a diverse group of people does not 
necessarily indicate community. Rather, “to integrate means to unify, to combine, to 
become whole, to become one. It cannot be achieved, therefore, by any kind of 
mechanical rearrangement of persons or rules or regulations. It may be facilitated by 
changes in policies and regulations—it may be provided for in the structure of organized 
life in a community or an institution; but integration can never be achieved as an end in 
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itself. It must emerge as an experience after the fact of coming together.”173 In other 
words, although external structures and legislation may help create a holding space for 
possible beloved community, it can never be achieved unless all involved open 
themselves to becoming part of that community. It will not happen, in fact, until 
“something total within the [person] says ‘Yes.’”174  
 It is my hope that AB Women’s Ministries as an expression of the church will, 
indeed, be that “living for-instance” of beloved community. Mihee Kim-Kort describes 
the church as “a place that exemplifies a unique kind of community, where everything 
seems a little upside down and different from the world outside.”175 King presents a 
similar image of the church when he says, “We are called to be people of conviction, not 
conformity; of moral nobility, not social respectability. We are commanded to live 
differently and according to a higher loyalty.”176 Although here he is speaking to all, not 
just those who are part of a church body, King would say it even more passionately about 
those who are part of the church. Lewis V. Baldwin writes, “[King] delighted in thinking 
of the church in his own time as a living covenant, or as a compact or co-worker 
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relationship between God and individuals who are committed to the actualization of 
God’s plan for God’s creation.”177  
 The church is, therefore, not only a place for Christians to gather for support on 
their faith journey and to give thanks and praise to God. It is the training ground and 
launch pad for beloved community, or the kingdom of God here on earth in Thurman and 
King’s definition. The church is held to high standards as the place where humans go to 
experience the communal, triune God; to grow more deeply into their experience of 
community with one another; and to thereby be sent forth as part of the becoming of the 
rest of the world, part of moving toward God’s ideal for wholeness and unity.  
 The church too often falls far short of that ideal, of course. Just as Thurman 
warned against simply assuming beloved community exists where a diverse group of 
people is gathered, we are also warned against assuming a church is beloved community 
simply because it is a church. “Let us be clear that merely calling one’s congregation a 
‘family’… does not make community a reality. A church is a fellowship where the level 
of community is indicated by the fact that individuals truly know and care for one another 
with the result that they also lift the level of maturity for one another.”178 It is this—that 
members of the beloved community “lift the level of maturity for one another”—that 
captures part of the purpose of being in beloved community. Kim-Kort says much the 
same: “The community is a crucial part of the larger Church in the way it encourages 
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men and women to live out their fullest potential and capabilities.”179 Thurman points to 
this same belief: “The basic principle growing out of our working definition of 
community must not be forgotten. It is the experience in which the potential is being 
actualized.”180 Again we are seeing resonance with process relational theology’s 
expression of an entity actualizing its potential through God’s initial aim, as well as in 
how it includes or excludes the influences from the past and other entities around it. 
When we develop a community in which all are encouraged to actualize their full 
potential, that potential which God holds before each of them and for the community, 
there we have beloved community.  
 
Marks of Beloved Community  
 It is difficult to develop a bullet list of concise descriptors of beloved community 
—a checklist that would be easily identifiable while observing an organization. To be 
clear, Thurman himself, in describing the work at the Church for the Fellowship of All 
Peoples, spoke of the danger of becoming “wedded” to a particular scheme. Instead, he 
states, “in some sense, it is always vague, and the blueprint for it is often outmoded 
before it can be translated into living texture.”181 
 However, it is necessary to identify some factors that must be present; otherwise 
the concept of “beloved community” will once again devolve into superficial vision. 
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Most simply stated, beloved community could be understood as Howard Thurman’s 
statement that it is “the experience in which the potential is being actualized.”182 Insofar 
as a group of people gathered together is creating a space in which each person’s 
potential is being actualized, there one sees beloved community. By attending to each 
person’s actualized potential as being equally important, communal redemption may 
occur—a turning toward one another in mutual support and love. 
 However, it must not stop there. As one’s potential is actualized, we are reminded 
by King, it is the “responsibility of Christians to imbue an unchristian world with the 
ideals of a higher and more noble order.”183 As we gather together and experience true 
beloved community with one another, we are then communally responsible for sharing 
that experience beyond the church. It is through that influence that the world will then be 
able to embrace the possibilities of beloved community in its becoming. 
 Still, how do we identify markers of a space in which beloved community may be 
more possible? Here I find helpful Monica Coleman’s description of creative 
transformation: “Postmodern womanist theology focuses on creative transformation in 
certain types of activity. Creative transformation comes through teaching, learning, 
healing, loving, welcoming, remembering, and tuning in to the voice of God.”184  
 By tuning in to the voice of God, we will be remembering that God is community. 
As we create spaces for the voice of God in our individual lives and in our lives together, 
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we will be taken up in that dance of the Trinity and be reminded, as well, of God’s with-
ness with us through Christ and the Holy Spirit. We will be particularly attuned to God’s 
initial aim toward wholeness, harmony, and beauty, and will incorporate that aim in our 
becoming. A mark of beloved community in an organization, therefore, will be evidence 
of those spaces intentionally left open for God’s often surprising voice in deliberations, 
structures, and relationships. 
 By actively loving and welcoming, we will be drawn into relationship with all; 
remembering our creation in interconnection, we will more fully understand the reality 
that is described as ubuntu or I-Thou, in which we become who we are through others 
becoming who they are. We are made by relationship. This is perhaps the first thing that 
comes to mind for most people as they consider the concept of beloved community. 
However, this relationship does not happen as automatically as we might like. Although 
tuning in to God lays the foundation of all we do, without relationship we cannot take 
further steps in embracing ubuntu. A mark of beloved community, therefore, would be 
the creation of spaces for relationship, for exploring the spaces between individuals, 
between and among groups of individuals, in which mutual influence occurs. 
 Remembering occurs when we recall the “cloud of witnesses” who have come 
before us in these relationships. It also occurs when we sift through our own life 
experiences to identify those times in which God called us into community with others 
who brought us support, encouragement, and challenging growth. Remembering includes 
sharing our own stories with others and listening to their stories to broaden our 
perspectives on our world and on how God is at work in the world. This practice evokes 
the understanding that our individual stories are a part of the larger story of God and, as 
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such, we are all part of one another’s stories as well. The mark of remembering, 
therefore, would include explicit times for sharing one another’s faith stories and life 
experiences, as well as learning more about those who have been part of the story before 
us. 
 Through teaching and learning in reciprocity, we each help one another actualize 
our potential: “We must grow up in every way into him who is the head, into Christ, from 
whom the whole body, joined and knit together by every ligament with which it is 
equipped, as each part is working properly, promotes the body’s growth in building itself 
up in love” (Ephesians 4:15–16 NRSV). A mark of beloved community would be 
evidence of space created for practices of teaching, reflection, and adaptation as the 
organization seeks to find new ways to relate to one another and to the community at 
large. 
 Healing is what is perhaps most needed. Reconciliation one to another and 
redemption of all of us through community will require that we acknowledge those times 
in which we did not honor our connection. Through seeking to help one another in our 
becoming, we seek forgiveness, a reparation of relationship. For, indeed, “every human 
being needs and is deeply nourished by the feeling of being cared for, of being dealt with 
totally or completely.”185 A mark of beloved community, therefore, would be evidence of 
space created for healing conversations, for acts of repentance and forgiveness, for 
practices of authenticity and openness. 
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 When a community gives evidence of providing space for these things to occur—
healing, teaching and learning, remembrance, love, welcome, and God’s aim toward 
wholeness and beauty—there we see beloved community.  
   
 
 
 
CHAPTER 4: “Examining the Present” 
 Having set out this theological vision of beloved community, how do the practices 
of American Baptist Women’s Ministries’ align with that vision? The cultural audit 
referenced in chapter 1 attests to a statement by the constituency that the organization has 
room for improvement. “The comments suggest that participants see a gap between 
where we are now and where we want to be. . . . It appears that participants are 
motivated to fill that gap which is required for action to occur.”186 
 The first and most obvious evidence of that gap is in the demographics of our 
national board membership. As stated previously, our board does not have the physical 
appearance of beloved community. At 79 percent white, compared to the denomination’s 
39 percent white membership, the board representation harkens back to an earlier time in 
the denomination rather than reflecting current realities. This is clearly an issue that the 
organization needs to address. 
 However, this leads to a “chicken and egg” type of discussion. Will focusing on 
the diversity of women in the room lead to systems and processes that support beloved 
community? Or does the organization need to focus first on its systems and processes, in 
the belief that a more open context will necessarily invite more open participation? On 
the one hand, having a diversity of voices present in the organization will allow a greater 
opportunity for a shift in systems and processes, as often those who are not deeply 
embedded in those systems and processes are the ones who find it easiest to identify the 
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sticking points. On the other hand, if we bring a diversity of voices into a system that is 
not currently set up to allow that diversity to be heard, we will likely lose those voices 
again before they are able to have an impact on the systems and processes as a whole.  
 Additionally, King warns of the dangers of a superficial community when he says, 
“We do not have to look very far to see the pernicious effects of a desegregated society 
that is not integrated. It leads to ‘physical proximity without spiritual affinity.’ It gives us 
a society where [people] are physically desegregated and spiritually segregated, where 
elbows are together and hearts are apart. It gives us special togetherness and spiritual 
apartness. It leaves us with a stagnant equality of sameness rather than a constructive 
equality of oneness.”187 Howard Thurman raises the same concern from his own 
experience: “During the years when the Church for the Fellowship of All Peoples in San 
Francisco was being developed, it became increasingly clear that the mere presence of 
people of different ethnic or cultural backgrounds in the membership did not mean that 
the church itself was integrated.”188 He points to the need for people to be able to 
“participate meaningfully in the various phases of their living if their relationship is to be 
positive and creative.”189  
 To that end, American Baptist Women’s Ministries needs first to attend to 
creating a space in which practices of beloved community occur among the women 
already present. As that space is formed, it will then create more open doors for new 
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women to enter, with new perspectives and experience to bring to bear on the whole. At 
the same time, of course, a diversity of perspectives needs to be heard in the creation of 
this space. At some level, we are able to attend as an organization to those voices already 
present who, perhaps, have not been invited to give their perspectives as clearly as they 
might be. At another level, however, we will need to reach beyond those who are already 
participating in the organization in order to continue this shaping of the organization 
toward beloved community. 
 American Baptist Women’s Ministries is a fully modern-era structure with a 
mechanistic approach to doing its work together. In practices prized in the modern era in 
which the organization was formed, leadership positions are understood in a cog-like 
fashion as a means toward achieving organizational efficiency. There is a lengthy set of 
bylaws and another, shorter, list of standing rules. Each officer has a specific title and job 
description with a list of tasks she is expected to oversee or carry out; care is given in 
these descriptions to make sure there is no duplication of efforts and, as well, no gaps of 
tasks gone unassigned. The national board is organized into teams and a mix of standing 
and ad hoc task groups. National board members are assigned to these teams and task 
groups by the national president. When she is able to, the president takes into account a 
particular board member’s gifts and experience when making the assignments. In most 
cases, however, the president does not know the person well enough to do so and teams 
and task groups are arranged by factors of diversity. Therefore, board members serve on 
teams to which they have been assigned rather than those with which they may have 
affinity. The agendas for each meeting are largely determined by the national president, 
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those national officers who serve as team and task group leaders, and staff. Rarely are 
agenda items brought from the floor.  
 Modern organizational processes are also apparent in how business is done. When 
making final decisions, the president typically uses Robert’s Rules of Order. The bylaws 
of AB Women’s Ministries state that “the rules contained in the latest edition of Robert’s 
Rules of Order, Revised shall govern the organization in all cases to which they are 
applicable and in which they are not inconsistent with the Bylaws or the special rules of 
order of the organization.”190 As the organization has no other “special rules of order” 
designated, most decisions are made following Robert’s Rules.  
 In adaptive work, Ronald Heifetz says, “each organization is challenged to sift 
through the wisdom and know-how of their heritage, to take the best from their histories, 
leave behind lessons that no longer serve them, and innovate, not for change’s sake, but 
for the sake of conserving and preserving the values and competence they find most 
essential and precious.”191 In a review of practices of the national board before and after 
the initiative “Becoming Beloved Community” was adopted in 2011, I will assess the 
“sifting” that AB Women’s Ministries has been doing. I will review previous ways the 
national board had of doing its work together before it adopted a focus on beloved 
community, compare them to ways the board does its work together now (especially in 
2016 and 2017), and evaluate the strengths and weaknesses of current practices. I choose 
to look back in time because, as Heifetz points out, we may have allowed some practices 
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to fade over the years that would support our current initiative; conversely, we may have 
adopted some new practices that seem to be in conflict with our goals. We can learn from 
our history at the same time that we seek new ways of becoming in American Baptist 
Women’s Ministries. 
 Additionally, it is important to keep in mind Heifetz’s perspective that problems 
we are experiencing today may be the natural outcome of decisions we made in the past: 
“Yesterday’s adaptations are today’s routines. Yesterday’s adaptive challenges are 
today’s technical problems.”192 By exploring some of our past history, we may uncover 
the genesis of stumbling blocks we encounter today. 
 One change with far-reaching impact has been the amount of time allotted for 
board meetings. In 2002 (when I began serving with the organization), the national board 
met for a full week of meetings prior to the organization’s annual national event each 
summer. The executive committee also met in October and February, both times for a full 
week. In comparison, meetings have now become much shorter. In 2003 the executive 
committee ceased its February meetings. The length of board and executive committee 
meetings has been slowly reduced over the years. By 2017 the national board met for just 
two days prior to the organization’s national women’s conference in the summer. The 
executive committee met for approximately one hour just prior to the national board 
meeting, and once separately in October for two days. This change has occurred partly 
for financial reasons: reduced days equals reduced expenses. Just as importantly, as 
discussed in chapter 2, women are less able to spend significant amounts of time away 
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from their other responsibilities. In trying to create a structure that would be more 
inviting to all women, one of the issues identified has been the amount of time required to 
be a national officer or national board member. Applying a technical fix to this challenge, 
the organization has tried to reduce the required travel time commitment.  
 This sharp decrease in the amount of time allotted for the national board to come 
together each year, however, has begun to affect our understanding of the role of the 
board in the governance of the organization and, by implication, the role of staff. It has 
impact on how the board is able to do the work it needs to do and still have the ability to 
envision effective ministry. This is a recurring theme in the analysis below. 
 At the end of chapter 3, I laid out some identifying features of a space in which 
beloved community may be more likely to occur. It is impossible to control people’s 
attitudes toward one another and enforce a feeling of beloved community in a group. 
However, it is possible to create an atmosphere in which an experience of community 
may be more likely experienced. In the national board of AB Women’s Ministries, we 
may “create a holding environment . . . that consists of all those ties that bind people 
together and enable them to maintain their collective focus on what they are trying to do 
… a sort of containing vessel in which work can be done.”193 To create that space, I will 
use the marks established in chapter 3: tuning in to the voice of God, welcoming, 
remembering, teaching, learning, loving, and healing. Now I will analyze the 
effectiveness of current practices and identify those places where current practices with 
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the national board support or impede AB Women’s Ministries’ goal of becoming beloved 
community. 
 
Tuning In to the Voice of God 
 Thurman reminds us of the connection between our personal relationship with 
God and how we engage in community. “It is quite conceivable that if there are purposes 
in the mind of the Creator and if I may enter into fellowship and communication with the 
Creator, then I would as a result of that fellowship and communication be exposed to the 
vision of His purposes. The degree to which I respond to that vision do I participate 
formally and unconsciously in those purposes.”194 
 Worship has always been an integral part of the national board meetings of 
American Baptist Women’s Ministries. The meetings open and close with worship, often 
including communion, and shorter periods of worship and prayer occur throughout the 
meeting sessions. In addition to designated times of worship, it is common practice to 
spontaneously pause for prayer, whether that be just prior to a difficult decision, when a 
board member reports that she has just received bad news from home, or even sometimes 
if we hear a siren passing by the building. Often board members are invited to silently 
pray for the proceedings throughout the meetings through the mechanism of passing a 
symbol, such as a wooden cross, around the room; the person who has the cross spends 
time in silent prayer during that portion of the meeting, then passes the cross along to her 
neighbor. Although there has been no change in the priority and practice of worship and 
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prayer during board meetings, the fact that we have fewer days together as a national 
board has decreased the amount of time we spend together in worship during our 
meetings.  
 Of concern, however, is the way in which we may fail to “tune in to the voice of 
God” through our decision-making procedures. In the class “Transformational 
Leadership” with Dr. Mary Elizabeth Moore, I analyzed a case study from the 2015 
national board meetings of American Baptist Women’s Ministries. That case study 
highlighted an adaptive challenge that we addressed instead as a technical challenge, 
proceeding through a discussion and vote-taking process using Robert’s Rules of Order. 
One portion of my analysis concludes, “Placing the conversation more intentionally in a 
context of prayerful dialogue with one another would have increased board members’ 
ability to see God at work within the conversation itself. Parliamentary procedure, in this 
case, reduced the ability of women to actively, intentionally, and creatively engage new 
data and, therefore, more fully align themselves with God’s initial aim.”195  
 Relying on parliamentary procedure as outlined in Robert’s Rules of Order 
becomes problematic when an organization is addressing adaptive challenges and when 
those engaging in the discussion come from diverse cultural backgrounds. These 
difficulties will be addressed at more length in the following chapter. Most importantly, 
however, short of interrupting the process to engage in a short time of prayer before 
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taking a final vote, there is little space allowed within the parliamentary process for 
tuning in to the voice of God.  
 
Welcoming 
“Experiences of unity between people are more compelling than all the prejudices 
that divide them, and if we can multiply these experiences over a long enough period of 
time, we can undermine and destroy any barrier that separates one man from another,”196 
writes Thurman, pointing out the need for consistency in practice for experiences to truly 
sink in and change a person’s perspective. 
In the cultural audit, one statement that had high agreement from respondents 
was, “Direct engagement with other cultures helps a person to become more comfortable 
and competent in building stronger relationships.”197 There was also more agreement 
than disagreement in the cultural audit with the statement that “ABWM has been 
embracing our diverse constituency by making sure that we are inclusive at the Board 
level.”198 Respondents indicated a clear desire for engagement and at least some 
perception that we are welcoming. 
The reality is, however, more mixed. As explained in chapter 2, national officer 
positions are nationally elected positions and have a nominating process separate from 
the rest of the national board, resulting in an executive committee more diverse than the 
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rest of the board. Because national board members are the elected presidents of their own 
regions, on the other hand, the board reflects the dominant culture of those regions. There 
are certain AB Women’s Ministries regions that more consistently include women of 
color, but the majority of regions are comprised predominantly of Euro-American and 
older (retirement age) women. With the percentage of Euro-Americans on the board at 
almost 80 percent and the majority of women being sixty and older, “direct engagement 
with other cultures” hovers dangerously close to tokenism. Although attempts have been 
made to invite as guests to board meetings small numbers of young adult women or 
women of color in order to help broaden the board’s perspective on given issues, this is 
insufficient. First, it requires a woman to shoulder the unfair burden of “representing” an 
entire community; second, it encourages board members to confuse one person’s 
perspective with that of an entire community; and third, it is not a long-term solution to 
creating a space for beloved community on the national board. More work needs to be 
done on the process of welcoming women into leadership who will be more fully 
representative of all the diversity of the denomination, not just its geography. 
Not only is the AB Women’s Ministries Board challenged to welcome more 
diverse members, but it needs also to discover new ways to practice hospitality for all its 
members. Becoming beloved community means giving consideration to how new 
members are welcomed into the board, how opportunities for building relationships with 
their colleagues in ministry are offered, and how those relationships enable more 
comfortable voicing of opinions in matters under discussion during business sessions.  
Here is an area in which the move to shorter national board meetings has resulted 
in losing valuable practices of hospitality. In the past, a hospitality team led team-
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building activities. Prior to national board meetings each year, the national president and 
staff would identify and invite two or three members of the national board to be a 
hospitality team for that summer’s board meetings. This hospitality team would lead 
activities for board members to get to know one another and host informal gatherings in 
the evenings in a designated hospitality suite. The hospitality team would ensure that all 
board members, especially new members, would have ample opportunity to get to know 
their ministry colleagues. 
Additionally, the national president and staff paired new board members with 
“seasoned” board members as mentors. These mentor pairs would sit next to each other at 
board meetings and often roomed together. The more experienced member would ensure 
that the new member understood terminology, practices, and procedures during our board 
meetings and would also be sure that the new board member was included in free-time 
activities and fellowship opportunities.  
Recently, the organization has been less consistent in hospitality practices. In 
2017, for example, there was no hospitality team. The logistics of the spatial arrangement 
in the university campus in which we were meeting made it impossible to have a 
hospitality room where everyone could gather after meeting sessions. Several years have 
passed since mentors have been assigned to incoming board members.  
Due to a financial deficit, the organization no longer pays the expenses of 
incoming national officers (members of the executive committee) to attend the board 
meeting the summer they are elected. Previously their attendance had provided time for 
the outgoing officer to mentor and provide orientation for the officer coming into the 
same position. It is not unusual, therefore, for our new national officers to begin their 
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term of service with the October executive committee meetings, never having met any of 
the national board members who meet only in the summer.  
Without these hospitality practices, it is especially difficult for someone who is 
not of the dominant culture to feel welcome and included when they join the national 
board. Although some members of the national board are naturally caregiving toward 
newcomers out of their personal spiritual gifts of hospitality, without structures and 
processes in place to ensure such welcome, too often the board subdivides into groups of 
friends at meals and newcomers have to find for themselves where they feel they fit in. 
There is no outward, visible exclusion occurring, and yet there is still the possibility that 
some may feel excluded without the helping hand of concrete times of guided fellowship 
and welcome. 
 
Remembering 
As stated earlier, this period of transition is an excellent time for AB Women’s 
Ministries to use its memories of the past to strengthen it for the future. Too often 
“memories of the past” are seen as blockages to change. This belief is reflected in several 
statements from the cultural audit: “Women who have done things their way for over 
twenty-five years would be resistant to change in the ABWM,” and “Our ‘old-time 
traditions’ discourage women who have not been involved from joining ABWM,” among 
other similar statements. These statements received moderate agreement, meaning that a 
significant number of respondents felt that memory of the past would get in the way of 
women accepting new perspectives. However, remembering can be a powerful 
inspiration in working through adaptive change. 
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Sometimes at national board meetings, board members are reminded of the 
organization’s heritage and heroines to provide inspiration for building on those 
foundations in the future. For example, the 2012–2015 national president of AB 
Women’s Ministries, Patti Stratton, included in her president’s oral report to the board in 
2014 a brief overview of the history of the organization, highlighting some of the 
significant accomplishments and figures in AB Women’s Ministries heritage, 
summarizing with the statement, “These are the sorts of women on whose shoulders we 
stand. This great cloud of godly women witnesses are cheering us on. Can you hear 
them? God is continuing to call us to learn, to prepare, to engage the world, to grow, to 
‘make trouble’ and to make a difference in the lives of women and girls everywhere, as 
we serve, lead, and share the Gospel message of the Good News of Jesus Christ.”199 The 
2014 board meeting was the one in which the board voted to launch what eventually 
became known as the “Becoming Beloved Community” initiative. President Stratton 
called on the organization’s past, highlighting times when the organization had faced 
difficult, sometimes controversial challenges, in order to inspire board members to make 
what might be a difficult, controversial decision now. 
As a final project for STH DM902 “Contextual Analysis” with Dr. Walter Fluker 
in January 2016, I performed a small experiment with four American Baptist women 
using a process of “remembering, reliving, and retelling” to explore the use of memory in 
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navigating periods of liminality.200 “In remembering, retelling, and reliving personal 
narratives, leaders are also empowered to think, feel, and create new possibilities within 
organizations, teams, and other structured environments that call out for courage, 
creativity, and hope.”201 By helping women better manage their understandings of 
periods of liminality, I hoped that they could more effectively minister not despite the 
uncertainty, but specifically because it is a time “in between.” In other words, “truly 
successful leaders and organizations of the future will progress beyond the mere 
recognition of the constancy of change to cultivating the qualities and skills that can 
maximize the potential hidden within the change itself.”202 Through remembering, 
retelling, and reliving, women could learn to see these transitional periods as 
opportunities for growth. They could better understand how their own experiences of past 
times of transition had shaped their preparedness for the current time of transition, seeing 
they do, indeed, have the capacity to be effective and creative leaders in ministry in the 
midst of disruption, disorientation, and change. 
Following the model of remembering, retelling, and reliving, I examined how 
engaging women in the memory of past experiences and bringing those past experiences 
to bear on the current situation and dreams for the future might enable creative navigation 
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of the period of liminality. I intended this small-scale project to serve as an experiment 
through which I could explore its potential applicability and effectiveness for later use 
with our national board. 
This study, small as it was, did serve as evidence to me that the process of 
remembering, retelling, and reliving is very effective. “I think stories have power to 
change,” stated one of the subjects in her second interview.203 One of the other subjects 
expressed thanks to God that she had been invited into the process of remembering, 
retelling, and reliving through this project. “When I said my prayers last night, I thanked 
God [because] I didn’t realize why I am doing what I’m doing now, but it is a way of 
giving back,” she reflected. Recalling her stories of how she had become involved in AB 
Women’s Ministries as a young woman and what it had meant to her throughout her 
adulthood helped her better formulate her current call to ministry. Later in the same 
interview, when asked if she’d like to continue this exercise with others, she stated, “It’s 
the only way that I am going to be able to help. You know, if you forget your past… [she 
paused]. You have to share it, you have to continue doing what you’re doing so that it 
helps someone else. Yes, I feel that now I have to tell it.”204  
It would seem, then, that the process of remembering is one that would be 
invaluable to members of the board as they explore their personal experiences of 
exclusion and inclusion, and what that might mean to their relationships in the future.  
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Teaching 
One of the statements from the cultural audit that received high levels of 
agreement was “Articles should be written that help to educate women on the experiences 
of others to bring a better awareness.”205 Additionally, “Persons who are trained in areas 
of cultural dynamics should be engaged to provide training.”206 Several of the statements 
on the cultural audit reflect the expectation that American Baptist Women’s Ministries is 
in the position to teach its constituency and others about diversity, provide opportunities 
to increase cultural competency, and help women develop skills that will better enable 
them to engage in ministry in a more diverse world. Book studies, online trainings, 
national events, and other methods of educating women were suggested throughout the 
audit. Indeed, AB Women’s Ministries as an organization has a long history of education, 
harkening back to our beginnings in the women’s foreign and home mission societies of 
the 1800s and early 1900s. 
We also have a strong history of educational experiences at board meetings. 
During every board and executive committee meeting, time is allotted for at least one 
educational experience on a topic relevant to the board’s interest at the time. For 
example, since launching the “Becoming Beloved Community” initiative, we have had 
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several educational experiences at our summer board meetings on cultural competency. 
This is an area in which we are able to build on our strengths. 
It has become apparent, for example, that we cannot assume that American 
Baptist women know what is meant by the term beloved community. In April 2017, I was 
invited to lead a workshop focusing on the “Becoming Beloved Community” initiative 
during the American Baptist Women’s Ministries of New York State annual convention 
in Rochester, New York. As a means of assessing for my own purposes the effectiveness 
of the teaching methods I was using during the workshop, as well as assessing areas the 
organization would need to address in future educational opportunities, I had participants 
complete a pre-workshop survey and a post-workshop survey. To increase the number of 
surveys that would be completed, I kept the questions limited and simple. Each had a 
spectrum of possible responses from 1 to 5, 1 being “not at all familiar” or “I don’t 
understand at all” to 5 being “Extremely familiar” or “I understand completely.” I 
provided room for additional comments at the bottom of the survey if participants wanted 
to expand their responses. 
My goal was to check our leadership’s assumption that women knew what we 
meant when we referred to “becoming beloved community.” Therefore, the first question 
was simply, “I am familiar with the phrase ‘beloved community.’” I expected the 
responses to this first question to be entirely 4s and 5s, or very familiar. Instead, 78 
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percent of responses were 3 or lower, with 37 percent of the total responses being 1, or 
not at all familiar.207  
I was quite surprised by the responses to this workshop survey. The women 
attending this event were predominantly those already active in AB Women’s Ministries. 
It was also a racially diverse group. If this relatively small sample of American Baptist 
women is representative of our larger constituency, this indicates that AB Women’s 
Ministries needs to begin at a very foundational level in the educational process. We will 
need to begin by better defining what we mean by “beloved community” in regard to the 
goals of our initiative, as well as provide more opportunities for women to define the 
phrase for themselves and for their ministries. 
 
Learning 
The cultural audit statement “Learning new diversity skills should be a natural 
part of ABWM culture” received high levels of agreement.208 However, it is necessary to 
broaden the question of “learning” from an individual perspective to an organizational 
perspective. In other words, rather than focusing on how to help individuals learn, 
adaptive challenges require AB Women’s Ministries to become a learning organization as 
a whole. Our national board has done well in terms of providing opportunities for board 
members to learn from a designated “expert” some particular set of skills or information. 
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What we have not done well is create a space whereby our national board members can 
learn from one another, and one in which the organization as a whole can learn from its 
own experiences. 
We (especially the staff) have made an effort to use the language of 
“experiments” to describe our organizational innovations,209 but rarely is the board given 
time to reflect on those “experiments” and learn from them. As stated previously, due to 
the turnover in our national board each year, “institutional memory” becomes 
problematic. Sometimes initiatives begun one summer seem nearly forgotten by the next. 
Because we have no stated process by which our board is given results of initiatives and 
invited to reflect and learn from those results, too often we fall into the “we tried that 
once and it didn’t work” trap.  
As one example, during our 2016 national board meetings, a guided process of 
group discussions culminated in a small working group that developed the concept of a 
“Giving Day.” There was tremendous excitement on the part of the board about this 
decision as they wholeheartedly endorsed the working group’s plans. The working group 
consequently carried out a short-term, social media fund-raising campaign for the 
organization. The working group, in consultation with staff, chose a date for the Giving 
Day approximately six weeks following the board meetings and over the intervening time 
created promotional videos and social media posts to build anticipation. When Giving 
Day occurred, the income generated was disappointingly low. Rather than taking time 
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during the following year’s board meetings to evaluate the process, results, and other 
statistics, the income from the Giving Day initiative was simply reported to the board 
with no further discussion. We did not do another Giving Day in 2017. There was no 
analysis of the first Giving Day to ascertain whether a second Giving Day could have 
generated more income or more new donors if changes had been made.  
The example above is a simple one of the need for reflective learning. Reflection 
and learning are even more important when we are addressing more complex issues of 
inclusion. When creating a space for becoming beloved community, learning together as 
a group is critical. Our national board members each come with their own sets of gifts, 
professional, and volunteer experiences. Inviting a group to bring all their diverse 
backgrounds, social lenses, and perspectives to bear on a question can offer intriguing 
new possibilities, indicate possible barriers that may not have been visible before, and 
provide avenues for growth and change. To be a thriving organization in a complex 
world, “what are required are the difficult tasks of self-reflexive critique, imagining 
alternatives, and working through the potentials and shortcomings of various 
practices.”210  
 
Loving and Healing 
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Thurman again reminds us that beloved community is a place for healing and 
wholeness: “God is making room in my heart for compassion: the awareness that where 
my life begins is where your life begins; the awareness that the sensitiveness to your 
needs cannot be separated from the sensitiveness to my needs; the awareness that the joys 
of my heart are never mine alone—nor are my sorrows. . . . God is at work enlarging the 
boundaries of my heart.”211 
One statement from the cultural audit reveals an intriguing difference of results 
from respondents. Although the statement, “ABWM should discuss the elephant in the 
room, the underlying issues of race, openly,” received an overall alignment index of 93, 
the results based on racial/ethnic group varied more widely. Of African-American 
respondents, the statement received a very high alignment value of 93. Asian and 
Hispanic respondents were aligned at the values of 96 and 91, respectively. White 
respondents, however, were at a comparatively far lower alignment value of 80. The 
geographic analysis revealed that, while the North, South, and West all had alignment 
values over 90, the Midwest had a far lower alignment value of 75. Given that Midwest 
respondents represent 39 percent of total respondents (compared to fewer than 10 percent 
from the West, 1 percent from the North, and 5.4 percent from the South),212 the 
Midwest becomes the “dominant culture,” thereby causing that lower alignment of 75 to 
carry more weight in practice than the higher alignments of the minority groups. In other 
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words, if this dominant group of women is uncomfortable talking about race openly, it is 
far less likely to happen. 
As a specific example of the difficulty of talking about race openly, one 
anonymous comment in the evaluations of the national board meeting in 2008 was “I was 
concerned for the women from Puerto Rico with regard to language and comprehension. 
It was hard for them and the translation was distracting for others. Officers should be 
selected more for abilities and gifts than for diversity. The organization as a whole 
suffers.”213 Although this person begins her statement by suggesting her concern was for 
the women for whom English was not their first language, the second half of the 
comment is more revealing. The translation “was distracting for others,” and women 
should be selected more “for abilities and gifts than for diversity.” For many, gifts and 
diversity are somehow mutually exclusive. Her comment suggested a belief that someone 
for whom English is not a first language must not have the abilities and gifts needed by 
the organization. American Baptist pastor Liliana da Valle argues, “We reject as false the 
choice between excellence and diversity. The only way to achieve this is by not imposing 
cultural norms of effectiveness on others, but rather creating new ones that include all of 
us.”214 
To become beloved community, these attitudes must be lovingly revealed and 
addressed. “Courageous conversations” are in order. Women of all racial/ethnic 
———————————— 
 
213. 2008 Board Meeting Evaluation, American Baptist Women’s Ministries, 
Valley Forge, PA. 
 
214. Liliana Da Valle, “From My Position and Perspective,” American Baptist 
Quarterly 27, no. 4 (2008): 402. 
 
 111 
 
backgrounds, theological streams, age cohorts, abilities, and socioeconomic levels, must, 
for their own sakes, open their assumptions and embedded belief systems to the fresh air 
of the Holy Spirit. Through meaningful relationships with one another, strengthened with 
trust, love, and compassion, they will begin to forge a deeper understanding of not only 
the “other,” but of how that “other” helps them become more wholly themselves as well. 
The comment on the board evaluation lays starkly open the truth of Thurman’s 
statement that beloved community is more than simply having a diverse group of people 
in a room, and will not be an easy, nor comfortable, experience for those involved. 
The term [beloved community] has a soft and sentimental ring. It conjures an 
image of tranquility, peace, and the utter absence of struggle and of all things that 
irritate and disturb. But my thought is far from such a utopian surmise. . . . There 
will be no hard or critical lines of conforming, yielding a glow of sameness over 
the private or collective landscape, but rather will there be new forms and patterns 
emerging, the blending of which will give the whole society a richness and 
stimulation that will create general health and well-being. Disagreement and 
conflicts will be real and germane to the vast undertaking of man’s becoming at 
home in his world and under the eaves of his brother’s house. 215  
 
Conclusion 
American Baptist Women’s Ministries has, in the last two years, begun taking 
some small steps toward changes on the national board that may create more space for 
beloved community in the future. However, we still have no apparatus in place for 
evaluating and reflecting on these experiments to assess effectiveness and areas of 
improvement.  
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As this analysis shows, while AB Women’s Ministries has some practices that are 
helpful, there are others that hinder. For some marks of beloved community, such as 
“tuning in to the voice of God” and “welcoming,” the organization already has a strong 
foundation of prayer, worship, and hospitality that can be strengthened. Additionally, 
experience with practices in one area can be broadened to have impact on others as well. 
As we will explore more fully in the next chapter, for example, beloved community can 
grow out of decision-making processes that more fully “tune in to the voice of God.” 
Other marks, however—remembering, teaching, learning, loving, and healing—are only 
dimly visible in the practices of American Baptist Women’s Ministries. In these marks, 
mind-sets interfere. A fear of conflict, a negating of difference, or apprehension of loss of 
control have made it more difficult to have dialogue around the adaptive challenges that 
lay underneath the more readily visible technical challenges. In the next chapter, I will 
offer recommendations for addressing these issues.
   
 
 
 
CHAPTER 5: “Looking to the Future” 
 It is time, now, to look to the future. As I have developed a theological 
understanding of beloved community and laid out the marks, and as I have analyzed AB 
Women’s Ministries’ current practices, I build on that foundation to lay out new or 
enhanced practices that, once implemented, will assist the national board of American 
Baptist Women’s Ministries to create a space more indicative of a telos of beloved 
community.  
 The term adaptive space may be useful here. “Adaptive space enables the rich 
interconnectivity (i.e., complexity) of a network system and its agents to ‘meet 
complexity with complexity.’”216 Adaptive space is the space in which women share 
their differing perspectives and concerns to find those vibrant intersections that give birth 
to new visions of God’s aim for shared or mutually supported ministry; in other words, it 
is a space created out of a vision of beloved community.  
It is especially critical for a women’s ministry organization to become a place of 
beloved community for all. Women across all racial/ethnic, age, and socioeconomic 
levels experience marginalization in many arenas of U.S. society. Claire Wolfteich, in her 
studies of women and work, points out that “[the church] becomes an oasis and a place of 
rest and reorientation. Here one is seen and known in a different light, outside of roles 
and uniforms and paychecks. Here, ideally, one’s basic identity as a human being created 
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in the image and likeness of God is reinforced, providing leverage against other 
forces.”217 Although Wolfteich’s primary focus in this writing is on women’s experience 
in the workplace, the concern can certainly be broadened to women’s experience in daily 
life and in work in a church organization. The “other forces” of which Wolfteich writes 
can be found in all spheres, including the home. For some women, a women’s ministry 
organization is perhaps one of their few experiences of having agency. Evelyn 
Higginbotham, in her study of the development of the National Baptist Convention, 
U.S.A., Inc., states, “Male-based traditions and rules of decorum sought to mute women’s 
voices and accentuate their subordinate status vis-à-vis men. Thus tainted by the values of 
the larger American society, the black church sought to provide men with full manhood 
rights, while offering women a separate and unequal status.”218 Because of this, 
Higginbotham goes on to say, “Women sought to develop their own voice and pursue 
their own interests, which at times overlapped and at other times contested the men’s.”219 
Although these statements describe realities in the late 1800s when the National Baptist 
Convention was being formed, gender inequality still exists today in the general culture 
of the United States and, particularly for our study, in many congregational contexts. It is 
vital, therefore, that women’s ministries in general, and American Baptist Women’s 
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Ministries, specifically, can be a place of experiencing beloved community for every 
woman. 
The more the experience of beloved community becomes a part of the 
organization’s being, the more it will deeply influence behaviors and decisions. Beloved 
community becomes the very identity of the organization. Here the concept of a meme 
helps explain how beloved community can embed itself into the identity of the 
organization. A meme is a message that is spread throughout the entire organization. As a 
core message, or meme, is replicated throughout the organization, it has an impact on 
everyone within that organization. Without having to rely on any one person, the meme 
becomes what defines behavior within the organization and, indeed, defines the nature of 
the organization as a whole. Therefore, “strategic leadership promotes the evolution of 
memes that produce a rationale for action that extends beyond an organization’s current 
repertoire of behaviors and routines. . . . [It] expresses a coherent picture of what the 
organization could be in the future, and how the future embodies the present and the 
past.”220 In other words, the more leadership acts through a telos of beloved community, 
the more a telos of beloved community becomes a meme spread through all layers of the 
organization.  
As it becomes ingrained as the identity of the organization, beloved community 
then has an impact on each person within the community: “They are able to see how their 
personal patterns and behaviors contribute to the whole. The surprise is that they then 
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take responsibility for changing themselves.”221 In fact, to once again view the national 
board as “church,” it could live out “the central theme underlying Thurman’s 
ecclesiology . . . that experiences of unity and fellowship are more compelling than the 
fears, dogma, and prejudices which divide and separate people.”222 The experience of 
beloved community would beget an even deeper desire for a repeat of that experience.  
Undoubtedly, this is not an easy path. Indeed, diversity almost presupposes 
conflict, as different perspectives, concerns, and needs get weighed in the balance. Too 
often the idea of Christian harmony and unity is interpreted to mean we should never 
disagree with one another. Indeed, I have witnessed many instances over the years of 
serving with American Baptist Women’s Ministries when the desire to avoid conflict 
resulted in hasty, ineffective compromises. Instead, Heifetz reminds us that “different 
values shed light on the different opportunities and facets of the situation. The 
implication is important: the inclusion of competing value perspectives may be essential 
to adaptive success.”223 Rather than avoiding conflict, the national board of AB 
Women’s Ministries needs to accept that conflict will happen and learn how to address it 
effectively. A critical part of capacity development would be education in the respectful, 
loving exploration of differences and the effective handling of conflict. This is a key part 
of our spiritual growth, after all, as Karen Baker-Fletcher writes: “The striving itself has 
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integrity and value as we humans, with our finite minds, remain in fellowship with one 
another in our spiritual striving to know and understand God better.”224 
 
Influential Leadership Theories 
Complexity leadership theory has congruency with process theology and adaptive 
leadership practices. In trying to find a guide for a structure that would not only welcome 
diversity but thrive within it, the complexity model solved several key issues. It helped 
provide structural constructs for a telos of beloved community. In leadership literature, in 
fact, complexity and adaptive models are often closely intertwined. “In complex 
environments, instead of order we need an adaptive response. Adaptive 
responses…capitalize on the collective intelligence of groups and networks. 
Organizations that enable an adaptive response do not turn to a top-down approach. 
Instead they engage networks and emergence.”225 As networks and emergence are 
commensurate with the process theology notions of entities influencing one another and 
of novelty, these three ways of thinking are easily layered one with another. 
One of the recurring issues that led me to this study was the difficulty that the 
national board of AB Women’s Ministries was having in determining which team needed 
to address which decisions. As in most bureaucratic organizations, AB Women’s 
Ministries is organized into teams and task groups, with national officers holding certain 
titles with specific job descriptions. Increasingly, however, the organization was faced 
———————————— 
 
224. Baker-Fletcher, Dancing with God, 8. 
 
225. Uhl-Bien and Arena, “Complexity Leadership: Enabling,” 10. 
 118 
 
with issues that no longer fit neatly into any particular category or clearly fell within a 
certain job description. Fifteen years ago teams met for several hours during each 
summer’s national board meetings, bringing recommendations to the full board for a 
vote. A few years later, however, teams were beginning to request meetings with one 
another during those blocks of time to address questions that required cross-team 
communication before recommendations could be drafted for voting purposes. Within the 
last five years, more issues needed to be addressed by the whole board without any 
reference to any particular team. With each passing year, it seemed, we were 
experiencing problems that no longer fit neatly into any category. We had begun to feel 
the effect of adaptive change. 
After beginning my doctoral studies, I proposed that we “experiment” (using the 
language of adaptive change theories) with a working group model rather than teams. 
Studying complexity leadership theory and models of networks with emergent leadership, 
I wondered if we could create a space during our national board meeting for a different 
type of organizational structure to emerge. We set aside our bylaws, which specify the 
teams, and we have been experimenting with encouraging ad hoc working groups to form 
around topics of interest and commitment, with self-selected leadership, goals, and 
planned outcomes. As of this writing, these experiments have not yet achieved planned 
outcomes or goals, so we will need to continue to assess the failures and successes within 
the working group model to determine more effective practices in the future.  
This example shows the influence of adaptive change theories and practices and 
the complexity leadership theory on my work with AB Women’s Ministries. We are 
moving toward a system of interactions in the adaptive space of the national board of AB 
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Women’s Ministries that is a “living for-instance” of beloved community. Although my 
studies have included more traditional models of leadership (transactional, 
transformational, servant, and so forth), my dissatisfaction was named by Marion and 
Uhl-Bien, who wrote, “traditional research designs in leadership . . . tend to ignore 
interactions among ensembles.”226 Rather than focusing on interactions between one 
termed a leader and one or many, usually termed followers (a term that brought me even 
greater dissatisfaction), I find the more organic perspective of complexity leadership far 
more descriptive of what is required for organizing around a telos of beloved community: 
“In the simplest terms, complexity theory moves away from linear, mechanistic views of 
the world, where simple cause-and-affect solutions are sought . . . to a perspective of the 
world as nonlinear and organic, characterized by uncertainty and unpredictability.”227  
To weave together the threads of complexity leadership theory and a telos of 
beloved community, however, Margaret Wheatley states it most clearly: “The process of 
organizing involves developing relationships from a shared sense of purpose, exchanging 
and creating information, learning constantly, paying attention to the results of our 
efforts, co-adapting, co-evolving, developing wisdom as we learn, staying clear about our 
purpose, being alert to changes from all directions.”228 The shared sense of purpose, or 
acting out of a telos of beloved community, becomes the driving force for learning, 
evolving, and adapting. 
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An Adaptive Space of Beloved Community 
Returning here to our marks of beloved community, we will explore what it 
means to create an adaptive space for the national board of American Baptist Women’s 
Ministries. 
 
Tuning In to the Voice of God 
“The sooner we are able to hear God’s voice and to see with the eyes of the 
heart,” writes Archbishop Desmond Tutu, “the sooner God’s dream of peace and 
harmony, of brotherly and sisterly love, will come to pass.”229 It is natural to expect that 
the national board of AB Women’s Ministries would begin by tuning in to the voice of 
God. Indeed, as described previously, the board already does that through worship and 
prayer.  
However, it is my argument that certain decision-making practices can get in the 
way of tuning in to the voice of God. Relying on Robert’s Rules of Order for crafting 
motions and holding votes turns issues into a two-sided, pro-and-con discussion, 
generally with winners and losers, rather than a more free-flowing, open conversation in 
which all perspectives are lifted forth and considered within the framework of the issue 
being addressed. Additionally, Eric Law describes what he terms the “wolf-and-lamb 
scenario,” in which “one group dominates the proceeding, while other individuals or 
groups seem to ‘let them.’ The dominant group does the talking while the others are 
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silent.”230 He goes on to say that “traditional styles of running a meeting in European 
American culture, such as Robert’s Rules of Order, do not seem to help this wolf-and-
lamb dynamic.”231 
 A consensus decision-making model creates more space for all perspectives to be 
heard, but it also takes time. Time and space are necessary to truly tune in to the voice of 
God. Rather than focusing on the mechanics of bringing motions and proper attention to 
the order of amendments, discussion, and voting, consensus focuses on the people and 
their connections to one another. The Reverend Walter Heyman, a member of the 
Evergreen Baptist Association of American Baptist Churches USA, comments on 
Evergreen Baptist Association’s choice to use a caucus model of organization and 
consensus decision making. He begins by stating that these practices “[create] much more 
biblical relationships than I have seen in regions that use Robert’s Rules of Order, which 
creates win-lose situations.” He continues, “The Evergreen model of caucuses creates an 
equal voice and consensus for decision making, thus allowing relationships to prevail.”232 
Another member of the Evergreen Baptist Association, Barry Briscoe, notes that Robert’s 
Rules are not appropriate in multicultural situations. As an example, he points out the 
clause in the Rules in which silence is “‘assumed to mean assent.’ The pastor of Japanese 
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Baptist spoke up to inform us that this was not a valid assumption in Asian cultures; 
silence means we haven’t talked about it long enough.”233 
 Consensus decision making more completely honors the diversity God has given 
us in American Baptist Women’s Ministries, and the time and discussion that coming to 
consensus involves creates the space necessary to hear God speaking into the issue. What 
are all the perspectives that need to be considered in the decision? Who else may need to 
be consulted or invited to join the group? Who will be directly and indirectly affected by 
the decision? What are the intended outcomes? What unintended outcomes may occur? 
For the national board of American Baptist Women’s Ministries, it would also be a good 
practice to start a consensus process with a study of Scripture: What biblical guidance 
might we find about this issue? It would be especially intriguing to invite the board 
members to lift up the relevant Scriptures themselves rather than assigning particular 
Scriptures, thus inviting a number of perspectives to be brought into the discussion. 
 As stated previously, the bylaws of American Baptist Women’s Ministries specify 
Robert’s Rules of Order as the method for decision making. The organization is currently 
undergoing a process of writing new bylaws. My contention is that to live more fully into 
becoming beloved community, the national board of American Baptist Women’s 
Ministries needs to practice consensus decision making rather than utilizing Robert’s 
Rules. It is noted, however, that as consensus decision making takes time, the board will 
also need to develop criteria for what types of decisions warrant that time commitment.234 
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It would also need to develop methods utilizing technology for consensus discussions 
when board members are not able to be physically present with one another. By taking 
the time for deep conversation around issues and focusing on consensus rather than on a 
vote in which there are winners and losers, the national board will be more able to live 
into Howard Thurman’s statement that “there is a Purpose that invades all [one’s] 
purposes and a Wisdom that invades all [one’s] wisdoms. To seek to relate oneself to 
such a purpose in such a wisdom is to seek to know God and to walk in [God’s] Way.”235 
 
Welcoming 
 A key component to beloved community is, of course, welcoming. “There is so 
much joy in becoming God’s radically welcoming people. Why? Because when we 
engage in this practice as communities, we are engaged in knitting together the very body 
of Christ and abiding more closely in him. And Christ has promised that, the more deeply 
we abide in him, the more complete our joy will be.”236  
 A common theme expressed among American Baptist women is that they feel a 
bond with one another even though they may not know one another well. Simply being 
part of the same organization, American Baptist Women’s Ministries, implies a unity 
among them. Their shared belief in Christ and desire to serve God becomes a tie they can 
share with one another as soon as they meet for the first time. Often, concerns about 
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changes in the organization are, at heart, a concern about losing those relationships and 
that sense of connection with one another. 
 This sense of being related to one another through the organization may only go 
so far, however. Martin Luther King Jr., writes, “We do not have to look very far to see 
the pernicious effects of a desegregated society that is not integrated. It leads to ‘physical 
proximity without spiritual affinity.’ It gives us a society where [people] are physically 
desegregated and spiritually segregated, where elbows are together and hearts are 
apart.”237 It is quite possible that in AB Women’s Ministries there are areas in which 
elbows are together but hearts are apart. Although the national board of American Baptist 
Women’s Ministries is certainly integrated, and although it has taken steps toward 
inclusion, it can be difficult to assess if true beloved community is occurring. 
 Miraslov Volf uses the metaphor of embrace to describe the process of 
welcoming. “The most basic thought that it seeks to express is important: the will to give 
ourselves to others and ‘welcome’ them, to readjust our identities to make space for them, 
is prior to any judgment about others, except that of identifying them in their humanity. 
The will to embrace precedes any ‘truth’ about others and any construction of their 
‘justice.’”238 Here, welcoming is different than hospitality. Although most congregations 
today express an understanding of hospitality as a Christian practice, the definition of 
hospitality is a bit problematic in pursuing beloved community. Hospitality, by definition, 
means making a visitor welcome in your space. There is “my space” and “your space.” 
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There is an implied ownership, unequal statuses of host and guest. In beloved 
community, there is no ownership of space. Although it is possible to describe an 
understanding of hospitality in which all are showing hospitality to one another, the 
common usage of the term will instead suggest to women that they are inviting a guest, a 
visitor, into their space. This also implies that the guest or visitor will eventually leave. 
For those reasons, in addressing the issue of welcoming with the national board of AB 
Women’s Ministries, I choose to avoid the word hospitality. 
 Instead, beloved community moves far beyond hospitality. Even Volf’s metaphor 
implies one person doing the embracing of another, one person starting the action, the 
other one accepting it. Instead, welcoming in the context of beloved community means 
that everyone is welcoming one another into shared space: the ownership is no one’s or, 
rather, God’s. The embrace is mutual, concurrent, and shared. What the concept of 
embrace does well, however, is emphasize the relational aspect. Embrace either requires 
relationship, or it creates it. One cannot embrace and deny relationship at the same time. 
It is also physical, corporeal; through welcoming one another, we are “knitting together 
the very body of Christ.”  
 Two of the four strategic themes of the Becoming Beloved Community initiative 
in American Baptist Women’s Ministries are “building relationships” and “inclusive 
leadership.” Each of these falls under the heading of “welcoming.” The description of 
themes says, “It is so important that we nurture a culture throughout AB Women’s 
Ministries that builds and strengthens relationships. As a result, women and girls will feel 
welcome and accepted, and build stronger relationships across races/ethnicities, cultures, 
generations, and languages. We will experience being the ‘Beloved Community.’” The 
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theme “inclusive leadership” is described thus: “We desire our leadership to include the 
rich diversity of women and girls in our churches. We want to assure that pathways to 
leadership throughout AB Women’s Ministries are open and welcoming to all. Our 
leadership will more fully reflect generational, racial/ethnic, and social status realities 
where everyone’s voice is being heard. God created diversity; God’s intentional desire is 
for us to embrace God’s gift of diversity.”239 The need for welcome has, therefore, 
already been identified as part of becoming beloved community in American Baptist 
Women’s Ministries. 
 The national board experiences welcome in many ways already. The board is 
shared space: it is not a space for “insiders” and “outsiders,” or even “hosts” and 
“guests.” We explored past practices of hospitality above, but there is more to be done to 
move all members of the board toward something akin to “embrace” with one another 
during and between board meetings. Following Heifetz’s adaptive leadership technique 
of “giving the work back to the people,” it would be beneficial to engage board members 
in a discussion about welcoming one another. What practices can they imagine and would 
they be willing to undertake that would help them, in Volf’s words, “make space” for one 
another’s identities? How could they broaden the concept of hospitality to be one of 
entering into God’s space together? 
 An additional aspect of welcome that has impact on our national board is the 
question of who we are welcoming to the board. Are there women who need to be 
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included in the deliberations undertaken by our national board, women who are not 
currently identified as board members? Given the demographics of our national board in 
comparison to the demographics of our denomination, how can we ensure that we are 
seeing issues as the women in our congregations would? There are ethnic and young 
adult caucuses within American Baptist Churches USA with active women with whom 
AB Women’s Ministries could build relationships.240 On the one hand, AB Women’s 
Ministries could initiate conversations with women in the caucuses to broaden the 
perspective and understanding of members of the national board. On the other hand, AB 
Women’s Ministries could deepen relationships with women in the caucuses by inviting 
those women into short-term and long-term leadership roles in the organization. 
Additionally, members of the national board could attend events hosted by the caucuses 
for the purpose of building relationships, learning, and widening board members’ 
perspectives. Many options are available for laying the groundwork for the development 
of stronger relationships with a wider racial/ethnic demographic.  
 A more long-term, adaptive challenge that the national board needs to address is 
the question of the composition of our national board and attendance at our national 
events. As referenced in chapter 1, our board is predominantly Euro-American. Women 
become members of our national board by virtue of being elected president by their 
region/state AB Women’s Ministries organization. The demographics of our board will, 
therefore, reflect the demographics locally. More will be said about this below. However, 
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in sum, the board must have dialogue to explore more deeply ways AB Women’s 
Ministries has to change in order to be more truly inclusive. 
 
Remembering 
 “Few tools are as powerful and readily available to the leader as the use of 
personal and organizational narrative,”241 says David Fleming, director of Emerging 
Leaders Initiative, an executive coaching firm. In chapter 4, I described an experiment in 
remembering I did with four members of our organization. This experiment, along with 
the research literature, expresses the importance of shared story-telling and remembrance 
in an organization. By employing such storytelling, the national board could remember 
moments of beloved community in its past and, through that memory, explore how it 
could move closer to beloved community in the present and future.  
 A very present-oriented form of storytelling is found in the technique of 
appreciative inquiry. As opposed to traditional techniques of identifying problems, which 
can tend to steer discussion down negative paths and into complaining, with appreciative 
inquiry, “participants recall motivating moments of success creating a new energy that is 
positive and synergistic.”242 Appreciative inquiry asks questions that are intended to 
trigger memories of positive experiences and learning moments from which the 
participants are then able to draw inspiration for future decisions. Through the stories that 
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appreciative inquiry draws out, participants are able to recall past successes and gain 
encouragement, confidence, and inspiration for future efforts.  
 The use of appreciative inquiry with the national board around questions of 
beloved community, welcome, diversity, and addressing conflict in healthy ways, would 
draw out themes of God’s support and protection, useful tools and techniques, and areas 
of necessary focus. Additionally, the board needs to develop the “habit” of appreciative 
inquiry by regularly including questions during board meeting sessions, such as “What 
went well during this session? Why did it go well? What could we build on for future 
sessions?” This type of immediate reflection is part of becoming a learning organization, 
addressed more fully below. It also creates a habit of space, so to speak, in which 
nondominant voices may be encouraged and comfortable bringing different perspectives 
to bear. 
 Another tool for helping the organization in the practice of remembering is found 
in ethnographic interviews that involve deep mutual listening. Such conversations help 
create a “co-authoring process,”243 in which all members of the national board 
understand themselves not only as having their own stories but as playing a role in 
coauthoring the story of American Baptist Women’s Ministries as a whole. By exploring 
this coauthored story, the board could “begin to reevaluate and intentionally revise its 
corporate story, entertaining new ideas and engaging in new religious practices.”244 
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 To become beloved community, however, care would need to be taken that all 
stories are represented. For example, mujerista theologian Ada Maria Isasi-Diaz points 
out:  
Ethnographic interviews also make it possible to hear many voices instead of only 
the voices of the leaders of the community. They provide an opportunity for 
different members of the community to reflect on their experiences. . . . The 
interviews, therefore, are part of a deliberative practice; they are consciousness-
raising experience for Hispanic Women not only because it gives them an 
opportunity for reflection but also because they are often a vehicle for Hispanic 
Women to develop their own voices. Without this voice of one’s own, Hispanic 
Women are not able to be agents of our own history.245  
  
 The voices of the members of the national board would need to be “thickened,” so 
to speak, by voices of American Baptist women who are not sufficiently represented on 
the national board. It would be critical to listen to the stories of American Baptist women 
from underrepresented groups such as Hispanics, African-American, Asian-American, 
Haitian, and Native/Indigenous persons.  
 Through stories from the past, stories about present practice, and stories from the 
breadth of our membership, the future of American Baptist Women’s Ministries would 
more fully reflect God’s created diversity. A shared vision for the organization would 
therefore be far more authentic and compelling.  
 
Loving and Healing 
 The previous section’s emphasis on stories segues into the marks of beloved 
community named as “loving” and “healing.” Process theology reminds us that we work 
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in concert with God to bring healing to the world. Healing occurs through love, and love 
comes through relationship. Ethnographer Mary Clark Moschella argues that in 
ethnographic studies, “the dialogical process of speaking and listening, reflecting back 
and being corrected, in the context of caring relationships, can be deeply healing and 
liberating. This ethnographic engagement becomes a catalyst for healing and freeing the 
community up for change.”246 In part, Martin Luther King’s description of people being 
“elbows together but hearts apart” lifts up the need for healing: hurt and fear keeps us 
from developing actual relationships with one another. Although we can be quite civil on 
the surface, we only open ourselves to another person where trust exists. Fear and hurt 
needs to be addressed before this trust can be developed. 
 “There is a power that comes through speaking, through hearing one’s own voice 
and having others listen and bear witness to one’s story, with all its problems and 
possibilities. This kind of listening is a form of empowering love, a gift of time and kind 
regard, that leaders can both practice and nurture in faith communities,”247 says 
Moschella. The Baptist beliefs in soul liberty and the priesthood of all believers touch on 
this by asserting that all have equal ability to witness to their particular story of God’s 
love in their lives. Each person has equal voice and, as the body of Christ, we each are 
called to listen to one another. To act out our Baptist foundation, therefore, we need to be 
more attentive to listen and bear witness to one another’s stories. 
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 One significant arena in which the need for love and healing is critical is in the 
racial and ethnic divide, as present for AB Women’s Ministries as for the larger culture. 
As explored earlier, participants agreed with the statement in the cultural audit, “ABWM 
should address the elephant in the room, the underlying issues of race, openly.”248 It is 
common for American Baptist women, when addressing the topic of diversity, however, 
to emphasize that “we’re really all just the same,” or “we’re all children of God.” 
Although this statement sounds as if it is being culturally sensitive, it is actually 
expressive of what intercultural communication scholar Milton Bennett calls 
“minimization” in his Developmental Model of Intercultural Sensitivity. “Stability is 
maintained by subsuming difference into familiar superordinate categories, thus creating 
the experience of one’s own worldview as central to the reality of everyone.”249 The acts 
of loving and healing will help all women understand that although we are all children of 
God, we are also created in God’s diversity and community. Healing comes as we 
recognize differences, hear one another’s perspectives and appreciate one another’s 
experiences, and still love one another deeply. 
 Many of the same techniques that facilitate “remembering” may also bring about 
healing. Appreciative inquiry raises up stories of difference in constructive ways. 
Ethnographic interviews bring to light stories of pain and separation that need healing. 
The time spent in such activities will help strengthen relationships and build 
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understanding. Additionally, as Baptists, we prioritize the Bible as authority and guide. 
Studying together difficult Scripture stories, such as Hagar (Genesis 16–21), Lot’s 
daughters (Genesis 19), or Tamar (2 Samuel 13), allows women to share stories of 
exploitation, lack of voice, or lack of agency, finding healing through listening and 
sharing with one another.250 Becoming accustomed to these practices on the national 
board, women would be more equipped to use these same tools in their local ministry. 
They would gain a deeper understanding of the multitude of perspectives represented 
among women, carrying that new understanding into the wider world of which they are a 
part. After all, “If God is transfiguring the world, you may ask, why does He need our 
help? The answer is quite simple: we are the agents of transformation that God uses to 
transfigure His world.”251 
 
Teaching and Learning 
 Process theology reminds us that our becoming is a process of concrescence: 
taking in experiences and influences from that which surrounds us and incorporating that 
into who we become moving into the future. To be sure, most of this is done 
unconsciously. However, for us to truly incorporate God’s aim for us as individuals as 
well as for a corporate body, parts of that process need to become far more conscious. 
There are experiences and influences that may feel negative or strange, which we may 
not naturally choose to incorporate. We may lean toward maintaining a more comfortable 
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status quo. Instead, however, we need to assess what God is drawing us toward through 
these new, often uncomfortable, experiences, perspectives, and influences. 
 In other words, to truly become beloved community, the national board of 
American Baptist Women’s Ministries needs to become a learning organization. It needs 
to build into the interactions among board members ways for each person to learn from 
another person’s perspectives, viewpoints, and experiences. As American Baptists, who 
“gifted by a variety of backgrounds, find unity in diversity and diversity in unity” and 
who “acknowledge that there are individual differences of conviction and theology,”252 
AB Women’s Ministries needs to create a safe space for conflict, discomfort, and 
difficult conversations in which learning from one another’s perspectives and “tuning in 
to God” may occur. 
 Corporately, the board needs to have regular practices of experimentation with 
new ideas and new initiatives, reflection on those experiments, analysis of the results, and 
revised plans based on that analysis. One of the four strategic themes of the Becoming 
Beloved Community initiative is “Competent and Responsive Governance.” This is 
described thus: “In order to lead amidst our diversity, we must learn new skills as leaders 
and provide training on cultural competency. As a result, women and girls can leverage 
the craft of making quality decisions amid differences, similarities, and related 
tensions.”253 Although this description focuses primarily on cultural competency, when 
———————————— 
 
252. “We Are American Baptists” Identity Statement. 
253. “Four Strategic Themes.” 
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facing adaptive changes of any kind, it is critical for an organization to be a learning 
organization. 
 Through instilling its practices with an ethos of learning, the national board also, 
ipso facto, becomes a teaching organization. Again, through the lens of process theology, 
we are not only influenced by others but are also influencers. As we move toward 
novelty, we become novelty for others around us. The members of the national board are 
both teachers of one another and learners from one another. They are influencers and are 
influenced by one another on the national board. As practices of reflection and learning 
become habitual, members of the national board will be in a position to instill the 
practices into their region/state boards, which will then influence the practices of 
area/association boards and local congregational women’s ministries. A greater 
awareness of how we learn from one another and the need to learn from our acts of 
ministry will become more deeply embedded in the habits of the organization as a whole. 
 Critical to becoming a learning organization is the use of dialogue. Eric Law is 
careful to differentiate between conversation between two persons and true dialogue, 
which is “an interchange of thoughts, feelings, and beliefs on a common subject between 
two or more persons of differing views.”254 Here again we can draw wisdom from 
womanist perspectives: “The womanist commitment to dialogue is not merely 
professional good manners. . . . First, networking is a component of black women’s 
epistemological frameworks. Networking defines both the community and the individual: 
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‘I’ becomes more distinct in community. Dialogue is a form of networking. Second, the 
womanist commitment to ending oppression for all requires community building, which 
in turn requires dialogue with all the members.”255 In this we once again hear echoes of 
Buber’s I-and-Thou framework, or the ubuntu expression that we each are who we are 
because of community. We learn through community; we can only teach what we know 
and experience ourselves. 
 For the national board to become beloved community, it has to be able to examine 
some of its assumptions about itself. As mentioned previously, one assumption to be 
explored is whether Robert’s Rules of Order is the proper way to attend to the board’s 
decision making. Another assumption is that the phrase “representative board,” which 
currently indicates geographic representation, is the best type of “representative board” to 
provide guidance for the organization. A third assumption is that the best way to become 
a member of the national board is to be elected as president for a region/state board. A 
further assumption is that the best way to find candidates for our national officer 
(nationally elected) positions is to have an individual application process rather than a 
collective nomination process. These are examples of practices that have been in place 
for decades that need to be examined. Although each of these practices was first 
established to meet the challenges of the time, these practices have, in many ways, 
become part of today’s adaptive challenges. Through dialogue, these practices can be 
lifted to the board’s notice and reflected on from a variety of angles to see the technical 
and adaptive challenges now inherent within each of them.  
———————————— 
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 The more the members of the national board can interact with one another in pairs 
or small groups, the more they will have the opportunity to share stories, lift up concerns, 
and explore assumptions. Complexity leadership theory again intersects neatly here, as 
“in complex systems, agents interact and exchange information between them. Every 
exchange is presented as a new possibility to learn and innovate.”256 A critical part of 
learning that is often ignored is learning how to unlearn what we already think we know. 
Many of the practices of the national board, as in most organizations, are assumed to be 
the best way to do things simply because they are the way things are done. It often 
requires a crisis to draw attention to a particular practice. An unhelpful practice may 
proceed for years without examination as long as it continues to work at some level or, 
perhaps a better way to state it, as long as it continues to achieve the goals of those who 
put that practice into place, regardless of whether those goals are still those needed by the 
organization to exist effectively within the current context.  
 For example, as referenced previously, the practice in place for the nomination of 
national officers for AB Women’s Ministries is an individual application. If a woman 
would like to be considered for a national officer position, she completes an application 
form. That form is submitted to the national office and kept on file for a period of five 
years. During that five years, the application is reviewed each year in relationship to the 
two or three officer positions that are open. If the nominating committee feels there is a 
match between an application and a position, that person is then called and becomes part 
———————————— 
 
256. M. Mendes, et al., “Promoting Learning and Innovation in Organizations 
through Complexity Leadership Theory,” Team Performance Management 22, no. 5 
(2016): 304. 
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of the nominating process (which includes interviews and a selection process). In recent 
years, the number of applications on file has become problematically small and, at the 
same time, does not reflect the diversity of applicants desired. Several possible reasons 
have been suggested: women have less time and are less able to fill the requirements of a 
national officer position; national events have become smaller, and therefore fewer 
women are made aware of the nomination process; the application form is not distributed 
widely enough, and so forth.  
 Some efforts have been made to adjust the process in small ways over the years, 
such as revising the application and making it available online. Only very recently has a 
question been raised that perhaps the concept of nominating oneself for a position may 
not be culturally appropriate in all situations. Perhaps there are some ethnic cultures in 
which a woman would need to be nominated by someone else in order to consider taking 
a position. It has become clear that the entire nomination process, treated exclusively as a 
technical challenge in the past, needs to be viewed as an adaptive challenge. By 
incorporating practices of a learning organization, the national board would be better 
situated to address challenges through a variety of lenses. 
 Leadership author Peter Senge emphasizes the importance of systems thinking in 
learning organizations. Returning here to the importance of dialogue, Senge says, “When 
a group begins to advance in the practice of dialogue . . . people begin to ‘listen to the 
whole,’ hearing not only what individuals say, but deeper patterns of meaning that flow 
through the group.”257 Senge’s interesting comparison of dialogue to discussion provides 
———————————— 
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context for some changes already suggested: “Dialogue differs from the more common 
‘discussion,’ which has its roots with ‘percussion’ and ‘concussion,’ literally a heaving of 
ideas back and forth in a winner-takes-all competition.”258 Robert’s Rules of Order, of 
course, includes as its main framework discussion rather than true dialogue. A consensus 
model, instead, provides the adaptive space necessary for systems thinking, addressing 
the technical and adaptive aspects of a given issue, and (as emphasized previously) 
hearing God’s voice through the whole process. 
 In terms of moving the national board of AB Women’s Ministries toward 
becoming a learning organization, I find the techniques in Heifetz’s adaptive leadership 
theories most useful. Because addressing all of the techniques in regard to the national 
board of AB Women’s Ministries would require far more space than I have here, I will 
highlight a few that would be particularly helpful.  
 To begin with, most simply, Heifetz points out one way to learn more about your 
organization is to explore what kinds of meetings are held, who is invited, and what is 
discussed. Agendas are perceived as a neutral tool meant for efficiency. However, 
agendas are likely to reflect what is important to those who already have power in the 
organization. Agendas, therefore, become a tool of authority. When embracing a telos of 
beloved community, consequently, an agenda for a meeting should take on all the marks 
thereof: creating a space for tuning in to the voice of God, remembering, welcoming, 
learning and teaching, loving and healing. By this, I mean more than simply adding time 
in the agenda for prayer and other activities for each of those aims, although that is a part 
———————————— 
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of it, of course. Instead, the very act of building the agenda for a meeting should be an act 
of beloved community. 
 In AB Women’s Ministries’ current practice, the agenda for the national board 
meeting is established by the national president and executive director. It is then sent for 
review to the national officers for input; occasionally someone may suggest an addition. 
The agenda is distributed to the board or executive committee two weeks prior to their 
respective meetings. At the beginning of the meeting, the agenda is reviewed and board 
members are invited to verbally offer suggested changes; only infrequently is a topic 
added.  
 While it is true that the executive director and national president have a bird’s-eye 
view of the organization and, especially in the case of the staff, know the timeliness of 
certain types of business items (largely around budgets and policies), the current practice 
means that those with alternative views of what should be important to the organization 
have to feel comfortable raising questions or voicing changes within the limited junctures 
provided. The desire for time efficiency drives this process, of course. However, it runs 
the risk of having the dominant culture control the agenda. A useful experiment would be 
to engage practices of “unconferencing” in which agendas are crowd-sourced from the 
floor. A number of techniques are available to use to generate concerns and coalesce 
agreement around which items should come before the whole group for action, but the 
primary tactic is one of dialogue and (in the case of religious organizations) prayerful 
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discernment.259 This practice would allow a diversity of voices to raise concerns for the 
organization to address and allow time for tuning in to God’s voice, becoming in itself an 
act of beloved community. 
 Primarily, however, the national board needs to institute practices that allow it to 
analyze adaptive challenges, plan “experiments” to meet those challenges, run their 
experiments over a period of time, and bring the results back to the national board for 
further reflection and analysis. The board has become more comfortable in working with 
experiments in recent years, but there is still a lack of structure and too little time allotted 
for reflection and analysis of those experiments. By default, that leaves reflection, 
analysis, and the decision as to whether to continue that particular experiment up to staff. 
To live out our Baptist understanding of the priesthood of all believers, as well as to act 
out of a telos of beloved community, reflection, analysis, and determining revised or new 
plans should take place primarily in the context of the whole board. Dialogue, 
appreciative inquiry, and other techniques260 are all helpful ways for board members to 
share in one another’s perspectives as they seek God’s aims for the organization. 
 
Leadership in Becoming Beloved Community 
———————————— 
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 While the above has addressed what needs to occur in the context of the national 
board of AB Women’s Ministries, that begs the question: What about those who are in 
leadership? In other words, what leadership models will best ensure that the above goals 
could be met? 
 Here we find guidance in complexity leadership theory. “Complexity leadership 
draws attention to three types of leadership needed for adaptability: operational 
leadership, entrepreneurial leadership and enabling leadership. Operational leadership is 
the formal design and alignment of systems and processes for efficiently executing on 
ideas and converting them into productive outcomes. . . . Entrepreneurial leadership is the 
source of new ideas, innovation, learning and growth for the organization. . . . Enabling 
leadership is the enabling of conditions that effectively support and sustain adaptive 
space.”261 
 In this model, we find, first, the recognition that organizations are primarily 
bureaucratic institutions that have budgets, personnel, and (often) facilities. Certain 
administrative/managerial tasks must be attended to. In complexity leadership theory, this 
is the realm of operational leadership (also termed administrative leadership262). The 
operational leader makes sure that initiatives can be managed within the budget, staffing, 
and other logistical considerations of the organization.  
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 At the same time, in order to be adaptive and vital into the future, the organization 
needs innovation and creativity. This is the realm of entrepreneurial leadership (also 
termed adaptive leadership263). The danger for organizations is that they focus entirely on 
one or the other of these two categories. Purely focusing on operational concerns will 
provide stability perhaps, yet risk destruction as the organization stagnates. Focusing only 
on entrepreneurial, or adaptive, concerns will be exciting, but risks destruction as the 
organization extends itself beyond what it can operationally sustain.  
 Operational and entrepreneurial leadership categories have been well described 
and studied in previous leadership theories. Complexity leadership theory, however, 
brings to the table a third, critical role to effective organizations: enabling leadership. 
Enabling leadership is that which attends to the conditions that “support and sustain 
adaptive space.”264 
 Enabling leadership holds the operational leadership and the entrepreneurial 
leadership in balance with each another. Enabling leadership makes sure that the 
innovations generated within entrepreneurial leadership are reflected on by operational 
leadership for viability, and that the operational leadership provides parameters to the 
entrepreneurial leadership for dreaming that is grounded in reality. This is the adaptive 
space. In a Baptist context, the concept of the priesthood of all believers means enabling 
leadership provides the systems and contexts for individuals effectively to act out their 
call to ministry. In terms of becoming beloved community, enabling leadership provides 
———————————— 
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the systems and contexts within which different perspectives are brought together for 
sharing, reflecting, and envisioning. It ensures open community, respectful listening 
practices, and innovative ideas that can be supported by the realities of the organization. 
So, in the context of AB Women’s Ministries’ national board both as a Baptist 
organization and as one embracing a telos of beloved community, enabling leadership 
becomes the lynchpin. 
 Take note that nowhere is the term leader used in this description. Complexity 
leadership theory assumes that leadership will emerge as required and may move from 
person to person as needed. No one person named “leader” imposes his or her perspective 
on others named “followers.” Rather, leadership emerges as the group works together to 
uncover needs and discover possible solutions.  
 When an organization is trying to move from former, more mechanistic ways of 
working together to a new vision of complex structure, networked planning, and shared 
leadership, it will behoove the organization to have at least one person in a position of 
influence who is educated in all three areas of leadership. It is not required, nor ideal, that 
one person would serve in all three functions. (That is not only un-Baptist, but it does not 
support the vision of beloved community.) However, this person, or these persons, will 
need to be aware of the need for all three types of leadership, and ensure that all three 
types of leadership are present and functioning in concert. While it is true that complexity 
leadership theorists state that “the most agile leaders would have proficiency in all 
three,”265 it is more likely that the most agile leaders will have an understanding of the 
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importance of all three as well as an understanding of when each type of leadership needs 
to play a role. The most agile leaders would then ensure that there are individuals 
emerging into each type of leadership role.  
 A vision for the future will need to be cast in such a way that the people involved 
grasp the vision and can see themselves operating effectively within it. Once the vision 
begins to become reality, watch care needs to be taken that former ways (often easier, 
more time-efficient ways) do not creep back into the system by default. Therefore, there 
is a clear need for one or more persons in the system to pay attention to the entire system 
at once. These persons need to ensure that operational, entrepreneurial, and enabling 
leadership are all occurring commensurately. It could be suggested that this is, indeed, 
enabling leadership, although it is perhaps a “supra-enabling” leadership: one who 
enables the enabler. The primary goal here is to ensure that the people in the networks are 
actually the ones identifying, envisioning, planning, and solving.  
 Certain personal attributes become necessary for those in leadership in an 
organization embracing a telos of beloved community as its structures are influenced by 
complexity leadership theory. On the one hand, leaders need to encourage and provide 
space for experimentation. On the other hand, leaders themselves also need to be willing 
to experiment. “What is needed from a leadership perspective are new forms of 
improvisational expertise, a kind of process expertise that knows prudently how to 
experiment with never-been-tried-before relationships, means of communication, and 
ways of interacting that will help people develop solutions that build upon and surpass 
 146 
 
the wisdom of today’s experts.”266 Complexity leadership (and its close cousin adaptive 
leadership) require those in leadership to be flexible, to be comfortable with the often 
messy nature of networked systems, to be adept at handling conflict, and to be open to 
innovation and its counterpart, uncertainty. As those in leadership model these 
characteristics, they encourage others to adopt these same characteristics.  
 
Conclusion 
 Avoiding the deepening divisions in the United States, evidenced by stories in the 
news of protests, hate crimes, extremism, and political polemic, is impossible. These 
divisions are not, of course, suddenly bursting on the scene but, rather, have deepened 
over decades of economic insecurity, increasing diversity, and “niche” media that allow 
individuals to listen only to those viewpoints they already hold, rather than being 
regularly exposed to civil discourse among differing perspectives. The church is not 
immune to these divisions. The church is prone to its own insecurity, fears, and ruptures. 
We have explored the words of Howard Thurman and Martin Luther King Jr., among 
others, who call the church to be something completely different. The church is to be the 
“living for-instance” of beloved community. 
 As Mordecai says to Esther, “Perhaps you have come . . . for just such a time as 
this” (Esther 4:14 NRSV). American Baptist Women’s Ministries has been given an 
extraordinary gift by God: the gift of possibility. The possibility is within the 
organization to experience this time of liminality in all its greatest potential for creative 
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transformation. The possibility is within AB Women’s Ministries to learn how to be 
beloved community together. The possibility is within AB Women’s Ministries to share 
its own experience of beloved community with the wider world. AB Women’s Ministries, 
as an expression of the church, holds within it the possibility of becoming a “living for-
instance” of beloved community. 
 Through tuning in to the voice of God, welcoming, remembering, teaching, 
learning, loving, and healing, the national board of AB Women’s Ministries will become 
a learning laboratory for its members, providing the opportunity for each member to 
experience and coauthor a story of beloved community together. Through deep and 
respectful dialogue, through experimenting with innovative and challenging new 
practices, and through reflection on learnings therein, members of the national board will 
gain more appreciation for difference and a greater comfort level with healthy conflict. 
As board members learn these things for themselves, they will be thereby equipped to 
help others create similar space for beloved community in other settings.  
 American Baptist Women’s Ministries, by embracing a teleological vision of 
beloved community, will truly be a “living for-instance,” for such a time as this. 
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Afterword 
  
Shortly after the writing of this paper was concluded, the national board of 
American Baptist Women’s Ministries voted on the new executive director, to begin her 
ministry with the organization on March 1, 2018. They voted in the first woman of color, 
an African-American clergywoman. May this signify that AB Women’s Ministries is well 
on its way toward becoming a “living for-instance.” 
 [Ideals] are very important in the life of the race because they keep alive a 
perennial hope that the best may yet sometime come to be in fact what it is in fancy.267 
 
 
  
———————————— 
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INTRODUCTION 
About the American Baptist Women’s Ministries 
AB Women’s Ministries is a Christ-centered ministry with a commitment to encourage and 
empower women and girls to serve God.  
Isaiah 61:1-3, quoted again by Jesus in Luke 4:18-19, provides us inspiration to bring good news 
to the oppressed, bind up the brokenhearted, proclaim liberty and release…to provide for those 
who mourn and give them a garland instead of ashes, a mantle of praise instead of a faint spirit. 
Every American Baptist church is hoped to have a vital women's ministry program that 
empowers women and girls to become and develop as God's person, build God's faith 
community, and serve God's world. As servant leaders, we serve American Baptist churches by 
encouraging existing vital ministries with women and girls and empowering churches to build 
such ministries. 
Our ministry is based on certain non-negotiable values that form a foundation and criteria for all 
that we do.  
• We provide Christ-centered ministries. 
• We strive for excellence in all we do. 
• We practice faithful stewardship. 
• We are relevant for women today. 
• We assure that our diversity (clergy/lay, age, geographic, and racial/ethnic 
representation) as a denomination is represented in our ministries. 
• We affirm and encourage the use of spiritual gifts. 
• We recognize the worth of all women and girls. 
• We value our American Baptist family relationships. 
 
About the Living out Our Cultural Reality into God’s Intentional Desire Initiative 
The goal of this work is to advance the capacity of the ABWM to live out our cultural reality into 
God’s intentional Desire” as a long-term aspirational vision that is the aim of our Adaptive 
Challenge Statement: 
The AB Women’s Ministries desire to be more effective by creating new methods to reach out, 
engage, and communicate with our diverse constituency. We understand that diversity 
encompasses theology, socio-economics, denomination, race, age, culture, language, ethnicity 
and national origin. We aim to explore options for being more inclusive in our AB Women’s 
Ministries participation and leadership at all levels. (Taken from the ABWM Transformed by 
the Spirit Adaptive Challenges report, ABWM’s Ministry Challenge #2: Reaching out Beyond 
“Our Own.”) 
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Primary Purpose of the Cultural Audit 
Trigger for the Initiative  
There were indications that the ABWM trajectory for addressing diversity and inclusion was 
limited and based upon a limited perception of current state (a clearer understand of how we 
are today, and their desired future state (where and how we are called to be together in the 
future.) To best fulfill the aims of the Adaptive Challenge Statement through the work of the 
Living out Our Cultural Reality into God’s Intentional Desire initiative, this cultural audit will 
inform theleaders and the process on the degree of like-mindedness around specific related 
opinions.  
 
Definition of a Cultural Audit 
 
A “cultural audit” is a study and examination of an organization’s cultural characteristics (such 
as its assumptions, norms, philosophy, and values) to determine whether they hinder or support 
its vision and mission.  (businessdictionary.com). In this instance, the cultural audit for ABWM 
revolves around questions and perceptions of the membership as it relates to diversity, 
inclusion, leadership, programming, relationships, values, communication and theology. This 
information will aid the organization’s leadership in making decisions regarding optimizing 
diversity. 
 
Primary Purpose of this Report: 
 
The primary purpose of this report is not to educate. Its goal is to advance recommendations 
that emerged through the inclusive and participative Alignment Optimization process that will:  
 
1. Align the mission priorities of the ABWM with those of bringing greater relevance, interest, 
and engagement for women, young women and girls.  
 
2. Build a road towards stronger relationship among and within ABWM members and 
stakeholders and American Baptist partners.  
 
3. Provide a model of engagement that can be utilized within regional and local ABWM groups; 
and 
 
4. Bring forward an organizational mission strategy that would result in greater renewal and 
connection with all ABWM members and constituents. 
 
This Cultural Audit is intended to inform a planned approach designed to:  
1) Assess and interpret the ABWM culture regarding matters of diversity and inclusion in 
the national, regional and local levels of the organization. 
2) Identify the current diversity capabilities and cultural perceptions among ABWM 
membership and leaders. 
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3) Provide critical information that can be used towards the development and affirmation 
of the “Living Out our Cultural Reality into God’s Intentional Desire” initiative. 
4) Provide data useful for the development of leader and member training, resources and 
delivery method, which will result in,  
5) Advancing the craft of making quality decisions amid differences, similarities and 
tensions using a model based on Strategic Diversity Management (SDM). 
 
“Living out Our Cultural Reality” Audit  
 
We have performed this audit to measure the degree of alignment around matters of culture 
and diversity looking for perceptions around the impact, potential and promise of engaging this 
cultural reality. ABWM seeks to live and function in such a way that greater mission 
effectiveness will be experienced through an increased capacity to make quality decisions amid 
differences, similarities, and any related tensions. 
 
To perform this audit, we utilized a process called “Alignment Optimization (AO)”.  It is a 
technology enabled approach that efficiently helps a group to pinpoint the degree of alignment 
they have related to a particular topic – in this case “Living out Our Cultural Reality into God’s 
Intentional Desire.” Research has shown that in order for a group to take coordinated action, 
there must be an awareness that a gap exists between where the group currently is and where 
they want to be.  In addition, the group must have sufficient motivation to close the gap or 
action will not occur.  How often have we been in group experiences where everyone agreed 
that something should change but the group failed to take the actions needed to reach the 
desired goal?   
 
Alignment Optimization Insights 
 
The benefit of an AO cycle is that it assists a group in having more information about 
themselves. This information are insights into the organization that otherwise would not be 
known or understood. It allows ABWM to walk with greater sight, thus increasing the value of 
alignment and removing the cost of misalignment. A desired outcome. The chart below 
illustrates this point. 
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This completed AO cycle will help ABWM leaders and key stakeholders understand our degree 
of alignment around four dimensions that will either support or inhibit taking effective action on 
the topic of “Living out Our Cultural Reality into God’s Intentional Desire.”  These four 
dimensions are: 
 
Goals,  
Unintended consequences,  
Barriers, and  
Assumptions  
(Referred to as GUBA)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The analysis and story drawn from the Audit process will feed into the work to design the “Living 
out Our Cultural Reality into God’s Intentional Desire” initiative.   
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Process Core Team 
This process was performed in consultation and collaboration with ABWM staff Virginia 
Holmstrom, Sandra Hausenauer, and Wendy Clemmer; President Patti Stratton and Diane 
Weidkamp to translate the AO cycle data into goals, objectives and strategies and prepare a 
plan with accompanying tactics, timing, and staffing support needs.  
 
Initial AO Cycle Data Report: 
The report incorporating the analytics from the AO cycle, was presented to the ABWM Executive 
Committee during its meeting October 16-19, 2014.  
 
Role of ABWM during the Audit and AO Cycle: 
 
1. ABWM provided the consultant with a data listing that included the names and email 
addresses of Board members and membership. (This information is used exclusively for 
this Audit and any further ABWM purposes relating to this proposed working 
relationship.) 
2. ABWM made available a small team of 3-4 persons to work with the AO cycle to select 
participants, and to assist in reconciliation stage. (The Executive Director, President and 
a key staff persons with one other ABWM executive committee member.) 
3. Team was available to conduct work through conference calls and virtual meetings 
during the AO cycle. 
 
Executive Summary 
 
This cultural audit should be considered seriously as it offers advanced mission engagement of 
greater cultural and diverse realities with American Baptist women and girls. The energy and 
interest that the process has generated among ABWM members and constituents springs a 
hope that the goal of the related Adaptive Challenge Statement can be pursued and the 
emergence of furthering the vision be received. The report is strategically formatted and 
structured to provide a continuous stream of thought that will present, inform and educate the 
reader on the process, findings and results of the “ Designing How ABWM Living Out our 
Cultural Reality into God’s Intentional Desire” initiative and outcomes. All of the components 
are connected. 
 
There are five main content areas: 
 
1. A description of the “Designing How American Baptist Women’s Ministries processes and 
activities—“Living Out our Cultural Reality into God’s Intentional Desire” Methodology. This 
information is central to our understanding most appropriate ways that engagement with our 
diverse constituency can be better achieved today and into the future. The methodology in and 
of itself is both instructive and directive for the ABWM as a Cultural Audit. 
 
2. A look at the demographic breakdown of the participants in the ABWM Cultural Audit AO 
cycle —A Snapshot.-- This information will give a picture of the data sources. It gives perspective 
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to the report and sets forth a lens through which the report and subsequent recommendations 
and findings should be read and received. 
 
3. A look at findings from the results of the survey—A Snapshot of Opinion Survey Results. 
This includes some responses, and emerging goals for the initiative “Designing How ABWM Lives 
out Our Cultural Realities into God’s Intentional Desire.” 
 
4. THE STORY BEHIND THE RESULTS-- Analysis of the data and recommendations for engaging 
“Living Out our Cultural Realities into God’s Intentional Desire” priorities and strategies that 
respond to the aligned opinions resulting from the Cultural Audit AO cycle. 
 
5. STRATEGY MAP - Projected Next Steps to move forward the process of addressing and 
implementing the strategy for “Living out Our Cultural Reality into God’s Intentional Desire.” 
 
Instructive observations are presented having been drawn from the impressions that emerged 
from the cultural audit through the opinion survey. They are in the chart below and are 
discussed in a later section: 
 
Instructive Observations 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Activity Area Description 
Programming Address program development and content to meet 
the interests of ABWM’s diversity and that have 
national, regional and local relevance and interest. 
Training Engage the national board in training providing 
increased capacity for member and organizational 
cultural diversity efficacy. 
Improved Cultural 
Efficacy  
Infuse practice and processes into the ABWM culture 
that leverage the craft of making quality decisions 
amid differences, similarities, and related tensions as 
we move toward creating inclusive organizational 
reality. 
Leadership 
Development 
Develop strategies to increase the inclusive 
participation, leadership and representation on 
ABWM boards and other leadership teams. 
Relationship Building Increase the opportunities for intentional activities 
that promote women and girls in building stronger 
racial/ethnic, cross-cultural, generational and multi-
language relationships – experienced as a beloved 
community. 
Communication Address the need to improve systems for 
communicating with language differences and through 
technology improving on accessibility. 
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The Cultural Audit Methodology 
The following organizational theories and tools were selected to achieve the twofold focus on 
relationship building and applied research. 
 
• Force Field Analysis (SchellingPoint) 
“Aligning a collection of individuals towards a common purpose, be it a strategy, a project or an 
idea, may appear easy but is rarely so. The degree of alignment people share is based on a 
variety of factors – environment, background, experience and trust. And most importantly is 
dependent on their ability to share their opinions and thoughts effectively.” (SchellingPoint) 
 
• Leverage (Differentiation/Integration) 
“Differentiation involves bringing people into the organization to match the demographic 
characteristics of [its customer/constituent base]. Integration is including people in the work and 
life of the organization in a way that changes the work of the organization and how the 
organization does its work.” (Brazzel, 2008) 
 
• Action Research Cycle (Continuous Learning) 
“Kurt Lewin believed that the key to resolving social conflict was to facilitate learning and so 
enable individuals to understand and restructure their perceptions of the world around them.” 
(Burnes, 2006) 
 
While the design of the audit process had a firm theoretical foundation, it remains flexible 
enough to be modified along the way as new information and experience is gained. This 
approach enables ABWM to see and understand the ABWM constituents in new ways. 
 
(Initiative Timeline deleted from this appendix due to space.)  
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Part I 
 
 
 
Cultural Audit Methodology and Data 
(Alignment Optimization Cycle  
Using  
SchellingPoint Technology) 
 
 
 
1. A description of the “Designing How American Baptist Women’s Ministries processes and 
activities—“Living Out our Cultural Reality into God’s Intentional Desire” Methodology. This 
information is central to our understanding most appropriate ways that engagement with our 
diverse constituency can be better achieved today and into the future. The methodology in and 
of itself is both instructive and directive for the ABWM as a Cultural Audit. 
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There were three basic components of the “Designing How American Baptist Women’s 
Ministries Lives Out our Cultural Reality into God’s Intentional Desire” Process: Compelling 
Questions for the Seed Interviews resulting in survey statements, the Electronic Opinion Survey, 
and a Comprehensive Analysis of the data. 
1. Compelling Questions were developed to enhance our capacity to talk and think more 
deeply together about the critical issues facing women and girls, our ABWM organizations, 
our nation and the world. The following questions were asked in both the phone seed 
interviews and the self-seed questionnaire to gain information that will make up the 
electronic Opinion Survey that was subsequently distributed more widely. 
 
AO Cycle Seed Interview Questions (Seed responses make up the content of the Opinion 
Survey) 
 
The lead questions were asked in each category with further questions that served as prompts 
to encourage deeper thinking and more specific responses. The prompts were used only as 
needed during the phone interviews. The self-seed interview participants responded to the 
prompts as they felt was necessary. 
 
Goals, Objectives and Indicators of Success 
 
If I asked you in 24 months "Does AB Women’s Ministries appropriately appreciate, facilitate 
and empower diversity?” what would you point towards to illustrate that success – e.g. what is 
happening? What has stopped happening? What is about to happen? 
 
 - What are the relational outcomes of a better diverse culture? 
-What are the non-relational outcomes of a better diversity culture? (Reputations, 
hiring, retention, legal issues, member engagement…) 
 -What are the outcomes for those considered diverse? 
-What definition of diversity should be in this scope – i.e., race, age, gender, LGBT, 
disabilities, class, language, world view, theological, sociological, family or other 
categories? 
 -How has the representation of diversity in the organization changed? 
 -How has the role of diverse persons in the ABWM changed? 
-What inequalities have been resolved in the ABWM? Which inequalities shouldn’t be 
targeted? 
-Which parts of ABWM and its operations have been impacted by diversity or lack of 
diversity? 
-How have ABWM internal systems and processes changed (such as recruiting, 
mentoring, programming, leadership development, program focus, strategic planning) 
as a result of this initiative? 
             - How has the ABWM culture changed? 
- How has the ABWM organizational structure changed? What impact has there 
been on the organizational structure? 
             - How have the skills and talents of ABWM staff changed? 
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- How have decision-making, communications, accountability and other 
organizational processes changed? 
             - What role have tools and technologies played in this success? 
             - What was required to make the changes successful? 
             - What needs to be learned? 
             - What would not change? 
- What do you see as the priorities in living out our cultural reality into God’s 
intentional desire for ABWM? 
 
Potential Unintended Consequences 
 
What could be some of the possible side-effects of implementing the diversity strategy 
adjustments you propose above? 
 
                …on your ABWM members, on non-members, and external stakeholders 
such as your pastor, community partners, etc.? 
               …on AB partners? 
 
Who, what, or which communities, would feel negatively impacted by the changes? 
 
Barriers to Success 
 
What do you foresee could prevent your organization from achieving all of the intended 
outcomes described above? 
-What information is missing to design the right changes? [E.g. biblically, 
theologically, sociologically, skills, etc.] 
         -What methods are missing to design the right plan? 
          -Where are there financial limitations? 
          -Where are there conflicting goals? 
          -What in the current culture might get in the way of success? 
-What do you fear about addressing diversity? For yourself personally? For the 
organization? 
          -What do you think your church members and ABWM members fear? 
 
Underlying Assumptions 
 
What are your thoughts about today, the environment, the situation that is driving your thinking 
on this topic? 
-How do you define diversity when used in a personal context?  How do you define it 
organizationally? 
-How do define the organization’s current diversity, and what prior experiences or 
signals drive that view? 
        -What problems that you experience now are related to diversity awareness? 
        -Why do you think ABWM is exploring diversity now? 
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 -How much urgency do you feel to adopt a diversity strategy? -What has your 
organization done well that would prepare them to better manage and embrace 
diversity? 
-What life experiences have helped you understand personal and cultural differences? 
Similarities? 
-Have you had significant relationships across some aspect of difference?  If so, which 
differences? 
-How comfortable are you when dealing with people least like yourself?  Which 
aspects of difference cause you the most concern? 
       -What actions have you taken to increase your diversity competency? 
       -What topics/differences are you curious about? 
-What do you believe you would gain from personal growth in diversity awareness, 
diversity understandings, theologically, socially, relationally, just to name a few? 
 
2. Electronic Survey – Opinion Survey -- was designed, using SchellingPoint technology, to 
provide a quantitative way to identify points of agreement and alignment around opportunities 
and barriers to greater levels of engagement of women, young women, and girls in ABWM, 
commitment and support from the ABWM members to living out our cultural reality into God’s 
intentional desire. Feedback gathered during the seed interviews was used to formulate the 
survey statements. These detailed seed interview responses were reviewed by the core team. 
The goal was to cull the data and select a maximum of 160 statements to include in the final 
survey instrument.  Survey participants were comprised of National Board members, ABWM 
staff, membership, regional leaders, National Leader Team, young adult members, and ABWM 
partners. A total 577 persons were invited to participate in the survey. 
 
• On-line survey invitation emailed September 24, 2014  
• 214 participants completed the first phase of the Opinion Survey. 
 
2. A look at the demographic breakdown of the participants in the ABWM Cultural Audit AO 
cycle —A Snapshot. This information will give a picture of the data sources. It gives perspective 
to the report and sets forth a lens through which the report and subsequent recommendations 
and findings should be read and received. 
 
Participants: 
Seed Interviews 
 
12 ABWM members participated in the Phone Seed interview process. 29 responded to the Self    
Seed interview survey. A total of 41 responders contributed to the content of the Opinion 
Survey. Also, participated in the Opinion Survey. 
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 Opinion Survey 
The list below details the make-up of the Participant Classes that were a part of the survey 
group. The classes included:  Age Group, Race/Ethnic Group, Location, ABWM Leader Group, 
and Role. 
214 (36%) responses out of 577 who were invited to participate in the survey.    
 
Class Age Group 
  
Assigned Surveyed  Responded  
% 
Surveyed 
responding  % of Total 
 Adult 132 132 125 94.7% 61.0% 
 Older Adult 73 73 72 98.6% 35.1% 
 Young adult 8 8 7 87.5% 3.4% 
 Youth *1 1 1 100.0% 0.5% 
  214 214 205 95.8%  
 
Class Racial/Ethnic Group 
  
Assigned Surveyed  Responded  
% 
Surveyed 
responding  % of Total 
 White 158 158 155 98.1% 75.6% 
 African American 37 37 34 91.9% 16.6% 
 Hispanic 6 6 6 100.0% 2.9% 
 N/A 5 5 5 100.0% 2.4% 
 Asian 3 3 3 100.0% 1.5% 
 Prefer not to say 4 4 2 50.0% 1.0% 
 163 
 
 Haitian *0 0 0  0.0% 
 Native American *1 1 0 0.0% 0.0% 
  214 214 205 95.8%  
 
Class Location 
  
Assigned Surveyed  Responded  
% 
Surveyed 
responding  % of Total 
 Midwest 82 82 80 97.6% 39.0% 
 Eastern 57 57 53 93.0% 25.9% 
 New England 23 23 22 95.7% 10.7% 
 West 20 20 20 100.0% 9.8% 
 Northwest 12 12 12 100.0% 5.9% 
 South 11 11 11 100.0% 5.4% 
 Prefer not to say 5 5 3 60.0% 1.5% 
 North 2 2 2 100.0% 1.0% 
 Puerto Rico 2 2 2 100.0% 1.0% 
 N/A *0 0 0  0.0% 
  214 214 205 95.8%  
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Class ABWM Leader Group 
  
Assigned Surveyed  Responded  
% 
Surveyed 
responding  % of Total 
 Past Board Member 54 54 53 98.1% 25.9% 
 Local Leader 48 48 48 100.0% 23.4% 
 Regional Leader 41 41 38 92.7% 18.5% 
 N/A 36 36 33 91.7% 16.1% 
 Current Board Member 27 27 26 96.3% 12.7% 
 ABWM Staff 3 3 3 100.0% 1.5% 
 National Leader Team 3 3 3 100.0% 1.5% 
 Prefer not to say 2 2 1 50.0% 0.5% 
  214 214 205 95.8%  
 
Class Role 
  
Assigned Surveyed  Responded  
% 
Surveyed 
responding  % of Total 
 N/A 120 120 116 96.7% 56.6% 
 Clergywoman 41 41 40 97.6% 19.5% 
 Partner 25 25 24 96.0% 11.7% 
 Region Staff 9 9 8 88.9% 3.9% 
 Pastor 7 7 7 100.0% 3.4% 
 ABCUSA Staff 5 5 5 100.0% 2.4% 
 Prefer not to say 5 5 3 60.0% 1.5% 
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 Clergyman 2 2 2 100.0% 1.0% 
  214 214 205 95.8%  
 
3. Comprehensive Analysis of information gained throughout this AO cycle was processed by 
the Core Team. The goal was to glean emerging points of alignment among the participants 
around the surveyed opinions and then concurred on practical opportunities which will help the 
organization take a new, informed look at its cultural reality and diversity with the goal of 
moving toward greater inclusion, relationship and relevance while mitigating the barriers to 
achieve the goals of the initiative Living Out Our Cultural Reality into God’s Intentional Desire. 
 
3. A look at findings from the results of the survey—A Snapshot of Opinion Survey Results. 
This includes some responses, and emerging goals for the initiative “Designing How ABWM Lives 
out Our Cultural Realities into God’s Intentional Desire.” 
 
HOW TO MEASURE ABWM ALIGNMENT (DEGREE OF LIKE-MINDEDNESS) on THIS TOPIC 
Alignment is measured by the Alignment Index (AI) attributed to each opinion 
statement’s responses. Those responses are in choice of: strongly agree, agree, slightly 
agree, slightly disagree, disagree, strongly disagree, and no response. The technology 
conducts the measurement for each opinion statement aggregating the responses from 
the participants. 
 
 
 
 
 
 
Determinations: 
ABWM Alignment Index 77 (strong alignment-mild misalignment) across 114 Opinions 
Goals  ABWM has sufficient like-mindedness necessary for indicators of success  
Unintended ABWM has insufficient like-mindedness around possible negative side-effects of 
engaging in this initiative. 
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Barriers Sufficient Like-mindedness around the constraints on ABWM’s ability to plan, 
execute and sustain this effort. 
Assumptions ABWM has very strong like-mindedness around Case for Action and Core Values      
                                            
Current State: Opinions on Today - ASSUMPTIONS 
• ABWM needs to change its culture to be more inclusive of other cultural styles or the 
organization will die. 
• Some people are just closed minded when it comes to various points of diversity. 
• We are challenged to worship together due to cultural differences in worship styles. 
• ABWM has been embracing diversity by making sure that we are inclusive in the 
National Leader Team. 
• ABWM has made an effort to be diverse at the national board level while much more 
diversity is desired. 
• ABWM has made some effort to increase diversity on the National board yet much more 
needs to be done. 
• Younger women function differently than the way ABWM does things. 
• ABWM is looking at ways to embrace our various differences because it is the right thing 
to do as Christians. 
• Acts of prejudice experienced in ABWM is due to the lack of knowledge about other 
people. 
• Diversity does have a theological and biblical basis that shapes our discipleship. 
• Racial/ethnic women are given token roles. 
• Women of color and those with language differences are not always listened to when 
they speak at ABWM meetings. 
 
Desired Future State: Opinions on the Ideal Future State - GOALS 
• ABWM groups should develop travel support for women who lack the financial means 
to attend ABWM national events. 
• Direct engagement with other cultures helps a person to become more comfortable and 
competent in building stronger relationships. 
• A mentor should partner with younger women fostering their development for 
leadership in ABWM. 
• ABWM should encourage more regional level programming that is intentionally 
intergenerational in content. 
• Technology should be used to help women around the country to participate in 
programs remotely. 
• ABWM should reach out to women in ministry, 20 to 30 something who are attending 
seminary. 
• Local "ambassadors" should be used in an effort to reach different women to get 
involved in ABWM. 
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• ABWM should provide webinars for local ABWM groups to help them to participate with 
groups different than themselves. 
• ABWM should include age, race, ethnicity, language, social condition, attitude, and 
spiritual differences in our scope for diversity. 
• ABWM should make being a national leader more feasible for women who work. 
• Local ABWM groups should sponsor workshops to train women on using technology 
used to hold virtual meetings. 
• ABWM should sponsor cross-cultural dialogues that explore critical issues of the day. 
• Learning new diversity skills should be a natural part of ABWM culture. 
• Articles should be written that help to educate women on the experiences of others to 
bring a better awareness. 
• ABWM should offer training on how to work with different language groups. 
• The AB GIRLS should be brought right along with ABWM in optimizing our culture. 
• ABWM should engage very talented persons who will write bible studies on biblical 
understandings of diversity and unity. 
• ABWM should plan an event during 2015 (16) that helps women, young adults, and girls 
to understand world views. 
• Diversity does have a theological and biblical basis that shapes our discipleship. 
• Work in diversity has to reflect theological and biblical stances 
• ABWM is exploring how to optimize our diversity because it is in God's timing for us. 
• More work in diversity and inclusion would help more walls to come down. 
• This diversity effort holds many possibilities for growth in the ABWM. 
• Anything ABWM does to become more inclusive is just a positive thing for the 
organization. 
• ABWM should address the elephant in the room, the underlying issues of race, openly. 
 
Reasons why it can’t be done – BARRIERS AND ISSUES 
• Electronic communication is a problem for women who do not use computers. 
• It is difficult for some women to travel for national events because of the cost. 
• There are some churches that are not enthusiastic about promoting theological 
diversity. 
• Financial limitations could prevent ABWM efforts to optimize our cultural diversity from 
being successful. 
• ABWM leaders need help to lead through the tensions related to the differences among 
us. 
• Women in some regions feel comfortable with the way things are. 
 
Concern for Negative Side Effects – UNINTENDED CONSEQUENCES 
• Some women who have been accustomed to ABWM's culture more closely reflecting 
their own may leave the ABWM. 
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• ABWM could lose financially if some women feel alienated. 
• A change in ABWM culture will alienate the women who have been the foundation of 
ABWM. 
 
OPINION STATEMENTS BY THEME – Current State 
The opinion statements were also grouped according to nine themes. Those themes that were 
being researched are:  Culture, Emerging Generations, Inclusive, Membership, Relationships, 
Governance, Theology and Training. The statements below have alignment as it relates to 
assumptions about the current state. 
Living out Our Cultural Reality into God's Intentional Desire  
Culture 
o ABWM needs to change its culture to be more inclusive of other cultural styles or the 
organization will die. 
o Some people are just closed minded when it comes to various points of diversity. 
o We are challenged to worship together due to cultural differences in worship styles. 
o ABWM has been embracing diversity by making sure that we are inclusive in the 
National Leader Team. 
 
Emerging Generations, Inclusive, Membership 
o ABWM has been embracing diversity by making sure that we are inclusive in the 
National Leader Team. 
o ABWM has made an effort to be diverse at the national board level while much more 
diversity is desired. 
o ABWM has made some effort to increase diversity on the National board yet much more 
needs to be done. 
o ABWM is exploring diversity now in order to survive. 
o Some women who have been accustomed to ABWM's culture more closely reflecting 
their own may leave the ABWM. 
o Younger women function differently than the way ABWM does things. 
 
Relationships 
o Direct engagement with other cultures helps a person to become more comfortable and 
competent in building stronger relationships. 
 
Governance, Theology, Training 
o ABWM is looking at ways to embrace our various differences because it is the right thing 
to do as Christians. 
o Acts of prejudice experienced in ABWM is due to the lack of knowledge about other 
people. 
o Diversity does have a theological and biblical basis that shapes our discipleship. 
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o I am interested in learning about cultural groups' thoughts on the role of women in their 
church. 
o I am interested in learning about why other cultural groups worship as they do. 
o Jesus Christ teaches us to be accepting of everyone. 
o Racial/ethnic women are given token roles. 
o Women of color and those with language differences are not always listened to when 
they speak at ABWM meetings. 
o Work in diversity has to reflect theological and biblical stances. 
 
Programming 
o ABWM is exploring how to optimize our diversity because it is in God's timing for us. 
o More work in diversity and inclusion would help more walls to come down. 
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PART 2 
 
 
CASE FOR ACTION 
(Reasons and readiness for doing this initiative) 
 
 
4. THE STORY BEHIND THE RESULTS-- Analysis of the data and recommendations for engaging 
“Living Out our Cultural Realities into God’s Intentional Desire” priorities and strategies that 
respond to the aligned opinions resulting from the Cultural Audit AO cycle. 
 
 
 
 
 
 
 
 
 
 171 
 
The data from the Alignment Cycle tells the Case for Action around this diversity initiative. The 
story here is the evidence that the ABWM group of participants are like-minded on the need to 
take action. This conclusion is based on the data presented in the degree of agreement to the 
following statements: 
 
I.  ABWM’S Case for Action 
 
ABWM has a case for action regarding optimizing diversity efforts and organizational culture. 
 
o Jesus Christ teaches us to be accepting of everyone.  
o Direct engagement with other cultures helps a person to become 
more comfortable and competent in building stronger relationships.  
o ABWM is looking at ways to embrace our various differences because 
it is the right thing to do as Christians.  
o ABWM has been embracing diversity by making sure that we are 
inclusive in the National Leader Team. 
o Diversity does have a theological and biblical basis that shapes our 
discipleship.  
o Work in diversity has to reflect theological and biblical stances.  
o I am interested in learning about why other cultural groups worship as 
they do.  
o ABWM has been embracing our diverse constituency by making sure 
that we are inclusive at the Board level.  
o Some people are just closed minded when it comes to various points 
of diversity.  
o More work in diversity and inclusion would help more walls to come 
down. 
o Younger women function differently than the way ABWM does things.  
o Acts of prejudice experienced in ABWM is due to the lack of 
knowledge about other people.  
o ABWM needs to change its culture to be more inclusive of other 
cultural styles or the organization will die.  
 
There was minimal affirmation to the following statements:   
o It seems with the leadership in ABWM that the only opinions that 
matter are those of younger women.  
o Racial/ethnic women are given token roles.  
 
The Gap: 
The comments suggest that participants see a gap between where we are now and where we 
want to be. When combined with the following statements which have like-mindedness, it 
appears that participants are motivated to fill that gap which is required for action to occur: 
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o ABWM has been embracing diversity by making sure that we are 
inclusive in the National Leader Team.  
o ABWM has been embracing our diverse constituency by making sure 
that we are inclusive at the Board level.  
o More work in diversity and inclusion would help more walls to come 
down.  
o Younger women function differently than the way ABWM does things.  
o ABWM needs to change its culture to be more inclusive of other 
cultural styles or the organization will die.  
 
There was strong disagreement around the statements:  
o ABWM’s success will be jeopardized due to past failures in 
addressing diversity issues in the ABC structure.  
o Women from different cultures struggle to be heard when they 
speak in ABWM leadership groups.  
o ABWM’s national board has enough racial/ethnic diversity.  
o When we gather together as American Baptists, our worship is 
divided along cultural lines.  
 
Agreement exists that conversations focused on “inclusion,” are important and very few 
referred to any past failures but rather looked forward to future efforts of the ABWM as 
necessary.  
The data gives evidence that women in ABWM, by and large, are “ready” to engage in action to 
bring improvement around diversity, unity and inclusion.  
 
II. ABWM’s Readiness for Taking Action: 
 
ABWM is seen as being well-positioned to initiate efforts in Living Out our Cultural Realities into 
God’s Intentional Desire. The following statements are indicators that ABWM is seen as well-
positioned to execute this effort represented in its past and current efforts and commitments:  
 
o ABWM has been embracing diversity by making sure that we are 
inclusive in the National Leader Team.  
o ABWM has been embracing our diverse constituency by making 
sure that we are inclusive at the Board level.  
 
The following statements showing a weak alignment suggest that ABWM is seen as having 
opportunities for improvement, however, through increased inclusion and diversity building 
upon the efforts that have and are being made to be inclusive. The participants are not 
likeminded in the opinion that what has been done meets the goal of living out our cultural 
reality into God’s intentional desire.  
o Everyone on the ABWM national board is treated the same. (AI=61) 
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o ABWM’s national board has a good balance of younger and older 
women. (AI=60) 
o ABWM’s national board has enough racial/ethnic diversity. (AI=54) 
 
ABWM’s ability to more fully meet its mission in this current state is limited as evidenced by the 
statements below which exist as assets to be leveraged further motivating ABWM’s cultural 
transformation and diversity initiative:    
o Younger women function differently than the way ABWM does things.  
o ABWM needs to change its culture to be more inclusive of other 
cultural styles or the organization will die.  
o Acts of prejudice experienced in ABWM is due to the lack of 
knowledge about other people.  
 
Organizational Motivation 
ABWM is Highly Motivated to Live out Our Cultural Realities into God’s Intentional 
Desire. 
Motivation to fill the gap between the current state and the desired future state is critical and 
central to ABWM’s ability to be successful in any action to move toward that desired future. 
There is very strong like-mindedness indicated around this topic that is rooted in core values 
and beliefs.  
The following statements point to a strong motivation: 
o Jesus Christ teaches us to be accepting of everyone.  
o ABWM is looking at ways to embrace our various differences 
because it is the right thing to do as Christians.  
o Diversity does have a theological and biblical basis that shapes our 
discipleship.  
o ABWM is exploring how to optimize our diversity because it is in 
God’s timing for us.  
 
What does the ABWM seek to learn from the survey data? 
 
• Gather and analyze information which will be valuable in helping the 
ABWM take a new, informed look at its cultural reality. 
 
• Discover how ABWM might encourage the regional and local organizations to more fully relate 
to and reflect a more inclusive and beloved community. 
 
• Offer practical recommendations on how ABWM leaders can move forward in relationships 
with racial/ethnic, generational, geographic, language, technological and theological dimensions 
of our constituency. 
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The opinion survey was designed to help leaders identify areas where strong convictions and 
aspirations are held within the ABWM membership and partners. Research suggests that 
collaborative efforts are more effective in areas where a group has strong agreement around 
shared goals. 
Our operating assumption is that:  
 ABWM will experience a higher likelihood of success in increasing overall engagement, 
relationship, leadership and programming from all of its constituent bases by focusing its efforts 
on areas women have identified as important and relevant to their mission and context. 
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PART 3 
 
 
 
GOALS FOR THIS INITIATIVE WITH  
 
LIKEMINDEDNESS IN THE DATA 
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The following four goal statements emerged from the survey data as having the strongest level 
of support: 
 
1. ABWM needs to offer more opportunities for women, young women and girls to be engaged 
with each other in mission, dialogue, and leadership across generational, racial/ethnic and 
among diverse language groups. 
 
Strengthened Relationships 
Result: Women and Girls build stronger racial/ethnic, cultural, generational and multi-language 
relationships – experienced as a beloved community. Emerging and new models and groups are 
recognized and embraced in partnership. 
 
2. Leadership of the ABWM should be shared by the racial/ethnic and cultural groups that 
represent the American Baptist constituency.  
 
Inclusive Leadership 
Result: Leadership reflects generational, racial/ethnic, and social status realities where 
everyone’s voice is may be heard. 
 
3. ABWM needs a more intentional effort to mentor and train women to become effective 
leaders with skills and competencies in cultural, racial, generational and language 
diversities. ABWM needs to improve the manner in which the voices of those who are 
under-represented in leadership capacities are heard and responded to. 
 
        Culturally Competent, Responsive Governance 
Result: Women and Girls leverage the craft of making quality decisions amid differences, 
similarities, and related tensions. (Governance determines who has power, who makes decisions, how 
other players make their voice heard and how account is rendered. Ultimately, the application of good 
governance serves to realize organizational and societal goals. Defining Governance iog.ca) 
 
4. ABWM regional and local organizations need to engage more in mission and ministry topics 
that are relevant and address the needs and concerns of women and girls in their own and 
broader context as mission objectives. 
 
Relevant & Vital Programming/Missions 
Result: Christ-centered women and girls living Luke 4:18-19 in radical and relevant acts of 
mission and ministry. 
 
Reading the Raw Data: 
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As ABWM leaders begin to flesh out practical implications and envisioned implementation steps 
in response to the above goals, the following survey statement (based on underlying 
assumptions/current state) underscores the urgency of shaping a meaningful response to the 
findings: 
o ABWM needs to change its culture to be more inclusive of other cultural 
styles or the organization will die.  
o ABWM is exploring how to optimize our diversity because it is in God's 
timing for us. 
o More work in diversity and inclusion would help more walls to come 
down. 
 
There is a significant amount of survey data and numerous ways to frame and review the data. 
As a result, there are at least two reactions a reader might experience: 
 
1. Become overwhelmed by the volume of data and potentially miss some very important clues 
buried in plain sight; 
 
2. Become excited by the volume and the almost endless creative ways to view the data. 
 
This can lead to analysis paralysis where you get so bogged down in the details that you fail to 
take action. To avoid these potential pitfalls it is helpful to think about the question or issue 
you’d like to learn about first. Then go to the data. 
 
The following diagram is intended to stimulate your thoughts around questions to consider 
before diving into the detailed survey results: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Lens 
Through Which to 
View Survey 
Results 
What are AB women 
saying about 
themselves that we 
need to hear? 
What are AB women 
saying that matters to 
them about diversity and 
inclusion? 
What are AB 
women saying that 
they value and 
want? 
What are AB women 
saying about their 
readiness for change 
and ABWM culture? 
What are AB 
women saying 
about perceived 
barriers and 
unintended 
consequences of 
this initiative? 
What are AB women 
saying about resources 
and finances for this 
initiative? 
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Keys to Interpreting the Survey Results: 
 
A total of 114 statements were selected for the final survey and were grouped by “category” 
and “theme” to facilitate subsequent analysis of the data. 
 
 
During Phase 1 of the survey process participants were asked 
to rank their level of agreement with each statement using a 
6-point scale ranging from Strongly Agree to Strongly Disagree. 
The responses were then combined to determine the overall 
strength of agreement/disagreement to each statement by all 
survey participants. 
 
 
 
During Phase 2 of the survey process participants were given an opportunity to review any of 
their responses that fell in the following categories: 
 
a) “Overall the group tended to support the statement, you did not.” 
b) “The amount of disagreement over the statement leads us to consider discarding it, however, 
you supported it.” 
c) “Overall the group tended not to support the statement, you did.” 
 
The goal of phase 2 was not to get participants to change their answers. The primary goal was to 
gain further insight on why participants’ opinions differed from the group. 
 
• If a participant retained their original position, they were invited to offer their reasoning. 
• If participants did not respond to a statement in the survey during phase 1, they were able to 
respond in phase 2, only if they disagreed with the proposed action to discard  
 
At the end of phase 2 each statement received a score called an alignment index (AI). 
 
AI ≥ 85 = Strong Alignment 
Statements with strong alignment support the ability to more rapidly come together 
and collaborate on the related opportunity with minimal dissent. 
 
Interpreting like-mindedness in the data 
 
Who is the initiative serving? Who benefits demographically and in dimensions of diversity? 
2. Participants were aligned on the importance of the following dimensions of 
diversity being present in the ABWM consideration for diversity based on the 
following statements: 
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• “ABWM should include age, race, ethnicity, language, social condition, 
attitude and spiritual differences in our scope for diversity.” (AI=92) (197 
agreed; 5 disagreed; 8 non-response) 
• “Diversity dimensions of race, age, gender, LGBT, language, social status, 
theology, physical abilities and skills should be a part of ABWM’s 
considerations for inclusion.” (AI=85) (180 agreed; 20 disagreed; 10 non-
response) 15 participants rejected this statement. 
o Comments left by those who disagreed with this statement related 
to the inclusion of “LGBT” in the list.  While on the other hand a 
feedback comment expressed deep disappointment that she did not 
see “LGBTQ” included in the survey at all. There were some who 
agreed to be inclusive of all women including LGBT but for mixed 
purposes from converting to a changed lifestyle, included but not 
permitted to be on the national board, to the topic of including 
LGBT should not be promoted by ABWM as it is divisive and will be a 
cause of discord and loss for the organization. Note: by process 
design, those who agreed with the statement are not asked to give 
a reason for the position on the Convergence Form, only those 
who disagreed. This is an opinion that would require further 
follow-up and clarification with participants in order to more 
deeply measure the alignment or misalignment on this opinion, if 
the need for further understanding is determined. 
 
3. Participants were strongly aligned (agreed or like-minded) around the 
importance of including AB GIRLS in this initiative as indicated in the following 
statement: 
• “The AB GIRLS should be brought right along with ABWM in optimizing our 
culture.  
• “ABWM should build a stronger relationship with urban churches to develop 
an AB GIRLS ministry in those churches. 
• “In a more diverse ABWM, women and girls should feel as equals at the 
ABWM table.”  
 
4. Participants with minimal affirmation agreed with the following statement 
related to a resource to better communicate with and among young women in 
college: 
• “ABWM should develop a magazine for college age young women.”  
 
While there is minimal alignment (noting that only 2 young adult women 
responded and 1 youth from among the 210 who did), around the statement to 
develop a magazine for this demographic, there is moderate alignment around 
how the magazine should be delivered and who should be involved: 
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• “An ABWM magazine for college age young women should be delivered 
in an electronic format.”  
• “An ABWM magazine for college age young women should include 
articles written by college age women.” 
• “An ABWM magazine for college age women should be produced in a 
small, easy to read format.”  
 
5. There was moderate alignment that consideration should be given to methods 
of including other language groups in programming: 
• “Virtual mission experiences should be offered with translation for 
languages spoken by our constituency.”  
• “ABWM should offer training on how to work with different language 
groups.”  
 
What new Value will the initiative bring to ABWM members and target audiences? 
 
There was alignment around the following value ABWM would receive: 
•  “The impact of a diversity initiative on younger women can only be 
positive.”  
• “Local ABWM groups should sponsor workshops to train women on using 
technology used to hold virtual meetings.”  
• “ABWM should make being a national leader more feasible for women who 
work.”  
 
What new Value will the initiative bring to ABWM? 
• “This initiative will give ABWM the possibility of creating new partnerships.”  
• “This diversity effort holds many possibilities for growth in the ABWM.”  
 
What key components of the initiative design will provide this new value? 
• A mentor should partner with younger women fostering their development 
for leadership in ABWM.  
• The AB GIRLS should be brought right along with ABWM in optimizing our 
culture.  
• ABWM should encourage more regional level programming that is 
intentionally inter-generational in content.  
• ABWM should encourage more regional sponsored programming that is 
intentionally cross-cultural in content.  
• Virtual mission experiences should be offered with translation for languages 
other than English.  
• ABWM should host national events that will be intentional in attracting 
women from various racial/ethnic diversities.  
• ABWM should sponsor cross-cultural dialogues that explore critical issues of 
the day. 
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• ABWM should provide webinars for local ABWM groups to help them to 
participate with groups different than themselves.  
• ABWM should plan an event during 2015 that helps women, young adults, 
and girls to understand world views.  
• ABWM should engage very talented persons who will write bible studies on 
biblical understandings of diversity and unity.  
• Learning new diversity skills should be a natural part of ABWM culture.  
• Articles should be written that help to educate women on the experiences 
of others to bring a better awareness.  
• ABWM should facilitate building deeper understandings of diverse faith 
communities.  
• Persons who are trained in areas of cultural dynamics should be engaged to 
provide training.  
• ABWM should include book studies in an educational approach.  
• ABWM should produce video bible studies that can teach biblical 
understandings on Christian approaches to relationship building.  
• ABWM should host a national event that will help women to learn about our 
similarities and unique differences. 
• ABWM should offer training on how to work with different language groups.  
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PART 4 
 
 
 
 
ABWM CULTURAL AUDIT  
 
“LIVING OUT OUR CULTURAL REALITY INTO 
GOD’S INTENTIONAL DESIRE” 
 
EMERGING OBJECTIVES 
 
5. An overview of new engagement patterns that has been gleaned from the data and results in 
the Cultural Audit.—Strategy Map. 
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EMERGING OBJECTIVES 
The AO cycle provides a path for determining the steps and objectives that will meet the goals 
for the ABWM initiative to “Live out Our Cultural Reality into God’s Intentional Desire over the 
next three years and beyond. Based upon the knowledge and awareness attained from this 
Cultural Audit, ABWM is positioned to launch this initiative with a greater certainty of its aims, 
objectives, and goals. The Affirmed Direction (Alignment) chart below lists the focus of this 
initiative in six activity areas. 
Each activity area is given a description giving the nature and intent of the activity. The owner is 
the person(s) who is/are the performer or holds primary responsibility for directing this activity 
area as it relates to the Living out Our Cultural Reality into God’s Intentional Desire initiative. 
The Strategy Map is a “road map” to accomplish these activity areas. There are topic goals and 
strategic themes that pertain to the activity areas. Some of the implementation steps have been 
identified. The remainder of the implementation steps will be completed by a small team 
following the June 2015 Board meeting. 
Affirmed Direction (Alignment) 
 
Activity Area Description Owner 
Programming Address program development and content to meet 
the interests of ABWM’s diversity and that have 
national, regional and local relevance and interest. 
Virginia Holmstrom, 
Sandra Hasenauer 
Training Engage the national board in training providing 
increased capacity for member and organizational 
cultural diversity efficacy. 
Trinette V. McCray 
Improved Cultural 
Efficacy  
Infuse practice and processes into the ABWM culture 
that leverage the craft of making quality decisions 
amid differences, similarities, and related tensions as 
we move toward creating inclusive organizational 
reality. 
Virginia Holmstrom 
ABWM President 
Trinette V. McCray 
Leadership 
Development 
Develop strategies to increase the inclusive 
participation, leadership and representation on 
ABWM boards and other leadership teams. 
ABWM President, 
Virginia Holmstrom 
Nominating Committees 
Relationship Building Increase the opportunities for intentional activities 
that promote women and girls in building stronger 
racial/ethnic, cross-cultural, generational and multi-
language relationships – experienced as a beloved 
community. Recognize and partner with emerging 
models and groups.  
ABWM Staff, 
ABWM Board, 
Regional and local 
ABWMs 
Communication Address the need to improve systems for 
communicating with language differences and through 
technology improving on accessibility. 
Sandra Hasenauer, 
Wendy Clemmer 
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STRATEGY MAP 
 
This Strategy Map will allow ABWM to see a clearer path toward designing how ABWM live out 
our cultural reality into God's intentional desire. The Strategy Map will be completed in the next 
steps of the planning for the full implementation of the initiative. 
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